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Abstract
Title: Situational Judgement Selection Test Utility: Implications for Police
Turnover
Author: Marshall Alan Jones
Advisor: Theodore Richardson, Ed.D.
Police agencies increasingly find attracting, recruiting, selecting, and retaining
police officers challenging. Officer candidates selected can have up to a 25 percent
fail rate in basic police training, while probationary officers in field training can fail
to complete training with rates as high as 40 percent. Police selection batteries
often include situational judgment tests (SJTs) designed to help ensure legal and
proper hiring standards. The scores of SJTs, and other selection battery scores, are
often filed once the hiring process is complete. This study explored the potential
SJT selection battery scores may have in the prediction of field training and
turnover outcomes. Results of binary logistical regression model testing suggest
that reading scores, likely a proxy for cognitive ability, best predicted field training
outcomes as well as overall and involuntary turnover. Additional factors with
predictive nexuses to training outcomes and retention include selection battery
retest, restraint sub-scores, and prior law enforcement experience. Applied
recommendations include pre-field training interventions for new officers with low
reading scores, expanded use of realistic job previews, and policy reviews related to
selection battery retest.
iii
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Chapter 1
Introduction
Overview
Selecting and retaining employees is well recognized as important to any
contemporary organization (Mabon, 1994; Ployhart, 2006; Ployhart & Weekley, 2010;
Pulakos & Schmitt, 1996; Rubenstein, Eberly, & Lee, 2015) and can even be more so
for governmental organizations (Barrett, Doverspike, & Young, 2010; Selden,
Schimmoeller, & Reese, 2013; The Center for State and Local Government
Excellence, 2017; Wilson, 2014). There is ample research in the literature, and
employment law, on the critical aspects of proper selection criteria and methods
(Arnold, 2004; Campbell, McCloy, Oppler, & Sager, 1993; Gutman, 2009; McDaniel,
Morgeson, Finnegan, Campion, & Braverman, 2001; Pulakos & Schmitt, 1996;
Schmidt & Hunter, 1998; Van Iddekinge, Roth, Putka, & Lanivich, 2011). Selection is
a cornerstone of human resource management where the focus must balance
identifying the most qualified candidates that will produce the best person-organization
(P-O) fit (Kristof, 1996) between the employees and the organization in an effort to
attract, select, and retain employees (Rubenstein et al., 2015; Schneider, 1987; Selden
et al., 2013) while avoiding issues related to adverse impact (Barrick & Zimmerman,
2005; Gottfredson, 1996; Gutman, 2009; Motowidlo & Tippins, 1993; Pulakos &
Schmitt, 1996; Weekley & Jones, 1999).
An identifiable nexus between selection and turnover is often overlooked
1

(Hom, Lee, Shaw, & Hausknecht, 2017) and can be attributed to a disconnect
between human resources and operations units where training and work is
conducted. Human resources must focus on the standards and guidelines of hiring,
while operations focus on performance and fit (Ployhart, 2006). This divide can be
amplified in organizations where the quest for a diverse force has been a challenge
(Barrick & Mount, 2005; Fyfe & Kane, 2006; Ployhart, 2006). Retaining employees
is also important, especially in organizations where training time and costs are a
significant investment (Hausknecht & Holwerda, 2013; Mabon, 1994; Ployhart &
Weekley, 2010; Rubenstein et al., 2015; Seldon et al., 2013).
The cost of turnover is also high in organizations where the financial and
operational consequences go beyond simply the cost of selection, hiring, and training
(Barrick & Zimmerman, 2009; Hom et al., 2017; Maltarich, Nyberg, & Reilly, 2010;
Van Iddekinge et al., 2011), such as first responders in the public sector (Barrett et al.,
2010). Organizations must consider the cost of onboarding and training new
employees. The average employee, regardless of industry or sector, has a learning
curve before the new employee fully contributes to the organization. This learning
curve takes even longer in complex roles (Ployhart & Weekley, 2010), such as
policing, which serves as the population for this research. Some scholars suggest
organizations could screen out candidates with a high potential of leaving with proper
data (Hom et al., 2017; Price, 2011).
The U.S recession that began in 2008 led to widespread challenges in
2

sustaining necessary sworn workforces in policing (Police Executive Research Forum,
2013; Wilson, 2014; Woska, 2016). Woska (2106) revisiting his 2006 review on
police recruiting for the International Association of Chiefs of Police (IACP). Woska’s
2016 update, focused on police recruiting changes since his 2006 review, cites that the
2008 recession critically impacted local government budgets resulting in
unprecedented police layoffs, and ultimately police services themselves. Wilson (2014)
reports that budget related reductions, including layoffs, department consolidation, and
even agency disbanding further compounded efforts to maintain a proper police
workforce. Woska (2016) points to the budget crisis as a catalyst for dramatically
decreased average officer to population ratios nationwide. According the U.S.
Department of Justice (2011), officer to population ratios fell to a national average of
181 officers per 100,000 residents in 2011 compared to nearly 250 officers per 100,000
reported in the years approaching 2008.
Smith (2016) and Wilson (2014) both argue that post-recession economic
conditions have not eliminated the recruiting problem from the turn of the 21st century.
They point to the greater competition from other occupations, generational views on
policing, and candidate disqualification issues, such as drug use and physical fitness, as
having further impacted the volume of qualified applicants.
Woska (2016) and Smith (2016) point to an additional impact to the attraction
to policing by candidates resulting from budget-driven reductions in pay and benefits,
particularly retirement benefits, and social reactions to policing. The reality for today’s
3

police executives is to necessity to compete for applicants where other sectors and
industries have openings and offer more attractive pay, benefits, and social
acceptability far exceeding those of policing (Smith, 2016, Wilson, 2014; Woska,
2016). This notion is supported by compounding issues in the rapidly evolving
economic and social environment that require innovative solutions (Jordan, Fridell,
Faggiani, & Kubu, 2009; Orrick, 2008).
Applied research on the nexus between selection and turnover is limited (Hom,
Lee, Shaw, & Hausknecht, 2017). Turnover must be better explored and understood in
policing. Most turnover research focuses on prevention of turnover (Hom, Lee,
Shaw, & Hausknecht, 2017; Rubenstein, Eberly, Lee, & Mitchell, 2018).
Prediction of turnover is rare to turnover literature aside from Barrick and
Zimmerman (2009) and Van Iddekinge et al. (2011). Predictive models of
voluntary turnover (Mobley, Griffeth, Hand, & Meglino, 1979) or involuntary
turnover (McElroy, Morrow, & Rude, 2001; Rubenstein et al., 2017) are important
and offer potentially critical insight to policing at a time when it is much needed.
An example of the critical difference of voluntary from involuntary turnover
comes from the Center for State and Local Government Excellence (CSLGE). CSLGE
(2016) reports that hiring and turnover were issues during the recession, starting in
2008, on state and local governments which reported 26 percent more employees were
laid off or discharged (unintentional turnover) than quit (intentional turnover). The
situation has changed in 2016, where 60 percent more employees quit (intentional
4

turnover) than were laid off or discharged (unintentional turnover). Exploring
predictive utility of turnover, and distinguishing voluntary from involuntary, has the
potential to offer gateways into effectiveness of police training (National Research
Council, 2004).
It is imperative for police organizations to successfully recruit, select, and train
new officers based on data driven decisions. The increasingly complex economic,
social, and political environments that police practitioners face while safeguarding our
communities has life and death consequences and unprecedented scrutiny. Diminished
applicant pools, generational attributions, more attractive employment options in other
sectors and industries, and increased competition among police organizations make
attracting, selecting, and retaining qualified candidates with the potential to become
skilled police officers more critical to police organizations than ever before. The fiscal
constraints, particularly among small and mid-size organizations, require innovative
strategies and initiatives that leverage existing resources, potentially from existing
selection process data, to improve retention outcomes of training new officers and to
prevent dysfunctional turnover through poor selection. Failures to prevent turnover
among new officers exasperates the critical selection, hiring, and training dilemma
facing police organizations as each time they must replace a new officer they revisit an
increasingly diminished applicant pool where competition, both from other police
organizations and other industries, is harsh.
The focus of this research was to explore existing police selection
5

processes, which include situational judgment tests (SJTs), for potential untapped
utility toward predicting candidate attributes of both voluntary (poor selection
possibilities) and involuntary (poor on the job training performance) turnover. The
applied goal of the research was to provide new predictive insights for decision
makers, thererby allowing for improved selection decisions towards decreased new
officer turnover.
Background and Rationale of the Study
Person-organization (P-O) fit refers to the compatibility between organizational
members, or potential members, and the organization (Kristof, 1996). P-O fit aligns
with Schneider’s 1987 attraction-selection-attrition (ASA) Theoretical Model that
posited that turnover, through attrition, can occur when organization members’
values, interests, beliefs, or other characteristics fail to align to the job
characteristics and social environments of the organization. Ployhart (2006)
explored staffing issues for all organizations in the 21st century. He argued that current
staffing issues present more complex issues for organizations, noting that challenges,
such as increased knowledge, work place diversity, and competition for applicants,
requires more targeted recruiting and training initiatives.
Ployhart and Weekley (2010) recognized the changing nature of work and
pointed out that trends in longer tenure are shifting given Millennial generational
norms toward shorter lengths of employment. Organizations must adapt and maintain
critical key concepts of P-O fit and ASA to effectively recruit, select, train, and retain
6

skilled and valued members. Rubenstein, Eberly, and Lee’s (2015) meta-analysis of
voluntary turnover discussed the idea of the homophily principle (McPherson, SmithLovin, & Cook, 2001) within the notion of P-O fit and an individual’s assessment of
“fit” socially with the other members of the organization. Turnover can lead to an
organizational crisis when the mission cannot be carried out due to workforce
shortages or inability.
Mabon (1994) explored turnover and identified this type of organizational
dysfunction in selection and retention resulting in heavy cost and loss of performance.
Mabon (1994) also explored the costs associated with frequent turnover, from the
perspective of employee tenure, and pointed to the seemingly obvious organizational
aspect of less turnover leads to less cost related to recruiting, selecting, and training
new employees. Maltarich, Nyberg, and Reilly (2010) acknowledged that a great
deal of literature on turnover is focused on individual performance but assert that
turnover, especially voluntary turnover, is important at organization and team-level
performance. Supporting this notion are Hausknecht and Holwerda (2013) who
suggested that organizational turnover damages organizational level performance
more when remaining members are more novice.
Organizations must consider the cost of onboarding and training new
employees. Ployhart and Weekley (2010) discussed the inevitable learning curve,
especially in complex roles, necessary before a new employee can fully contribute to
the organization. This learning curve takes even longer in complex roles, such as
7

policing (Ployhart & Weekley, 2010). Pulakos and Schmitt (1996) acknowledged the
increased cost in efforts to reduce issues related to adverse impact. Paper and pencil
tests are the most affordable with more comprehensive techniques such as high fidelity
SJTs being costly.
Multiple studies report results supporting that SJTs have face validity benefits
over other selection options (Bauer, Maertz, Dolen, & Campion, 1998; Kluger &
Rothstein, 1993; Ployhart & Ryan, 1998; Smither, Reilly, Millsap, Pearlman, &
Stoffey, 1993) as well as potential for improved candidate reactions to testing (Chan,
Schmitt, DeShon, Clause, & Delbridge, 1997; Clevenger, Pereira, Wiechmann,
Schmitt, & Schmidt Harvey, 2001).
The quest for the identification of prediction criteria in selection research is
established in the literature (Van Iddekinge, Roth, Putka, & Lanivich, 2011). The
ability of personnel selection techniques to capitalize on predictor constructs, such as
cognitive ability, personality, knowledge, and skills, (Campbell et al., 1993; Schmidt,
Hunter, & Outerbridge, 1986) has been studied and assessed to include SJTs in studies
such as Schmidt and Hunter’s 1998 review of selection methods.
Hogg and Wilson (1995) explored trends in policing at the time and report on a
variety of task assessments to evaluate ability, such as assessment centers including job
simulations and in-basket exercises. They contend that these high-fidelity exercises are
better at predicting performance but the cost, compared to standard cognition tests, can
be prohibitive.
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The quest for law enforcement agencies to attract, select, and retain the best
possible candidates is critical (Cavanaugh, 2013; Haarr, 2001; Macaig, 2018; Smith,
2016; Wilson, 2014; Wolfe & Nix, 2016; Woska, 2016). This can be a real challenge
for smaller and mid-sized agencies where salary and benefits are not comparable to
larger agencies (Koper, Maguire, & Moore, 2001; Macaig, 2018; Orrick, 2008;
Reaves, 2012). Selecting, training, and retaining police officers is a challenge in itself,
but this issue can be amplified when it comes to minority recruitment given the
resources (Campbell, Christman, & Feigelson, 2000; Jordan, Fridell, Faggiani, &
Kubu, 2009; Raganella & White, 2004; Reaves, 2012), such as bonuses and relocation
expense reimbursement, that small and mid-sized agencies cannot afford (Campbell et
al., 2000; Jordan et al., 2009; Macaig, 2018; Raganella & White, 2004; Reaves, 2012).
Recruiters from smaller agencies must contend with significant pay and
benefit differences as compared to the large agencies as well as department budget
shortages that equate directly to retention issues (Macaig, 2018; PERF, 2013;
Raganella & White, 2004). Recruiting and selecting police candidates is challenging
and expensive. It is critical that agencies have a valid and reliable selection process
to help ensure and demonstrate that an agency is compliant with employment law
and doing things right as well as to minimize the frequency of attempting to hire
from the diminished pool of applicants. If selection battery data can also help
inform retention strategies, then the cost of selection tests may offer added and
valuable utility for organizations.
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Statement of the Problem
Police organizations today face a long list of increasing dynamic economic,
social, and workforce challenges in their quest to recruit, select, and retain a
qualified and skilled police force (Cavanaugh, 2013; Haarr, 2001; Jordan et al.,
2009; Koper et al., 2001; Maciag, 2018; National Research Council, 2004; Orrick,
2008; PERF, 2013; Selden et al., 2013; CSLGE, 2017; Smith, 2016; Wilson, 2012;
Wilson, 2014; Wolfe & Nix, 2016; Woska, 2006; Woska, 2016). These challenges
can result in dysfunctional turnover among new officers and exasperate police
organizations’ ability to effectively select and retain quality applicants. One challenge
faced by policing is a dramatically diminishing applicant pool where attracting good
candidates, from other industries and among police organizations, is increasingly
challenging (Barrett et al., 2010; Cavanagh, 2003; Haarr, 2001; Koper, Maguire, &
Moore, 2001; Orrick, 2008; Selden et al., 2013; Smith, 2016; Wilson, 2012; Woska,
2016).
Chan and Schmitt (2002) and Weekley and Ployhart (2005) suggested that
SJTs have higher selection validity over the combined validity of cognition,
personality, and previous work experience. Whetzel and McDaniel (2009) pointed
to the growing popularity in the use of SJTs in the U.S. and Europe. Empirical
support for this use of SJTs includes better predictive validity predicting job
performance relative to other selection options, such as cognitive ability and
personality, while producing less adverse impact (Clevenger, Pereira, Wiechmann,
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Schmidt, & Harvey, 2001; Motowidlo & Tippins, 1993; Pulakos & Schmitt, 1996;
Weekley & Jones, 1999). Lievens and Motowidlo (2016) provided evidence
supporting situational judgment tests (SJTs) as predictors of job performance by
tapping specific job relevant content as well as general domain knowledge.
Hom, Lee, Shaw, and Hausknecht (2017) reviewed a century of turnover
research and suggest that applied research linking selection processes to turnover is
severely limited. Rubenstein et al.’s (2015) suggestions for future turnover research
included exploring actual turnover, compared to turnover intentions, and to
dichotomize turnover as voluntary or involuntary turnover.
A research gap exists on exploring the potential utility of SJT, and other
selection tools, toward field training and turnover outcomes in high consequence
professions, such as policing, since these selection data often never leave human
resources. There may exist valuable utility in SJTs, and other selection
assessments, if these data are used predictively to better inform decisions toward
selection, potentially impacting intentional turnover (quitting), and field training
strategies, potentially impacting unintentional turnover (termination due to poor
field training performance) directly related to retention. The study explored the
potential utility to inform potential applied strategies for improved selection and
field training performance outcomes and less turnover, both intentional and
unintentional.
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Purpose of the Study
This research explored the existing gap in literature regarding SJT’s
potential predictive nexus with turnover (Ployhart, 2006; Ryan & Ployhart, 2013;
Price, 2011). This study sought to better understand how SJTs, along with other
selection instrument scores, may impact actual voluntary, involuntary, and overall
turnover. This study has potential applied utility regarding predictive pathways
toward potential development of proactive measures, treatments, or initiatives to
increase officer retention. The following overarching research questions will be
explored with several hypotheses.
Questions that Guide the Research
This study explored the potential predictive nexus between SJTs, along with
other selection instrument scores, to officer voluntary (choice), involuntary
(performance), and overall (collective) turnover. The following overarching
research questions were explored with several hypotheses.
RQ1. Do Situational Judgement Tests (SJTs) offer predictive utility toward
field training performance.
RQ2. Do SJTs offer predictive utility for turnover outcomes.
Definition of Terms
Adverse Impact: occurs when selection rates in employment decisions may indicate
disadvantage to members based on race, gender, or ethnic group (EEOC,
1978).
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Attraction-Selection-Attrition (ASA) Model: explains the selection cycle where
members are attracted, selected, and eventually leave organizations
(Schnieder, 1987).
Daily Observation Report (DOR): is a “standardized form completed by the FTO
which reflects his or her observation of a trainee’s performance in areas
determined to be critical in an agency’s law enforcement duty” (FDLE,
2011, p. 2).
Disparate Treatment: occurs when candidates are denied employment
opportunities based on membership in a class based on race, gender, or
ethnic origin (EEOC, 1978).
Dominant Analytical Mindset (DAM): is the result of overgeneralizing research
findings due to a lack of clearly defined contextual and operational
definitions (Allen, Hancock, Vardaman, & McKee, 2014).
Dysfunctional Turnover: is a condition of malfunction resulting from the loss of a
valued employee detracting from organizational effectiveness (Abelson &
Baysinger, 1984).
Faking: is defined as applicant’s conscious distortion of responses on employment
tests with the intention of scoring most favorably and to increase their
perceived chance of selection (McFarland & Ryan, 2000).
Fidelity: refers to “the extent to which the assessment task and context mirror those
actually present on the job” (Lievens & Sackett, 2012, p. 462).
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Field Training and Evaluation Program (FTEP): also referred to as field training
program, encompasses the entire 14-16 week field training experience
including the written directives, procedures, and activities related to training
newly hired police officers (FDLE, 2011).
Field Training Officer (FTO): A non-probationary officer who performs normally
assigned patrol functions plus the added duty of trainer, role model,
supervisor, counselor, and evaluator when assigned to a new officer (FDLE,
2011).
Ferguson Effect: is a concept that anti-cop rhetoric fueled by media attention that is
based on incomplete information leads to increased, often unfair,
politicization of events (Wolfe & Nix, 2016).
Goal Setting Theory: asserts “task performance is regulated directly by the
conscious goals that individuals are trying for on a task” (Locke & Latham,
1990, p. 240).
High Stakes Professions: for the context of this research are public sector positions,
such as police, fire, and medical personnel, where consequences for proper
selection are high (Barrett, Doverspike, & Young, 2010).
High Stakes Testing: are testing occurrences where one’s score determines
admittance (i.e. college), selection for a high stakes job (i.e. police, military,
government), or other significant high stakes impacts (Lievens, Buyse, &
Sackett, 2006).
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Involuntary Turnover: considered as avoidable and a function of poor individual
performance or insubordination resulting in dismissal (McElroy, Morrow,
& Rude, 2001).
Knowledge, Skill, Ability, or Other Characteristics (KSAO): refers to the
knowledge, skills, abilities, and other characteristics necessary for proper
workplace performance (Bernardin & Russell, 2013).
Optimal Turnover: a level of turnover with positive organization consequences,
such as reduced labor costs, better P-O fit combinations, or infusion of new
diverse ideas (Abelson & Baysinger, 1984).
Person-Job (P-J) Fit: is defined as “congruence, match, or similarity between the
person’s….abilities and demands of the environment.” (Edwards, 2008, p.
168).
Person-Organization (P-O) Fit: in a general sense, is defined as compatibility
(supplementary, complementary, needs-supplies, or demands-abilities)
between the person and the organization (Piasentin & Chapman, 2006).
Poaching: considered a shock and defines interorganizational competition for
experienced officers due to the tight labor market (Agarwal, Ganco, &
Ziedonis, 2009; Gardner, 2005; Home et al., 2017).
Policing: is the term operationalized in this research to define local, county, and
state law enforcement in the United States.
Remedial Training: is “a plan of action developed to assist a trainee in achieving
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acceptable performance level in areas of weakness” (FDLE, 2011, p.5).
Retention: is the opposite of turnover.
Standardized Evaluation Guidelines (SEG): “is an acknowledged measurement
system used to compare the trainee’s performance as a basis for assigning
ratings” (FDLE, 2011, p. 2).
Self-Efficacy: refers to "how well one can execute courses of action required to deal
with prospective situations" (Bandura, 1982, p. 122).
Shocks: are related to turnover where external, to the organization, events can push
or pull employees to leave (Burton, Holtom, Sablynski, Mitchell, & Lee,
2010).
Situational Judgment Test (SJT): tests designed to assess an applicant's judgment
regarding a situation encountered in the work place (Weekley & Ployhart,
2006).
Transfer of Training: is the generalization, retention, or enhancement of job
relevant KSAOs acquired as a function of training (Baldwin & Ford, 1998).
Qualified Applicants: Applicants possessing the perquisite KSAOs for the essential
duties of a particular job (Gutman, 2000).
Voluntary Turnover: employee self-initiated separation from the organization
(Mobley, Griffeth, Hand, & Meglino, 1979).
Significance of the Study
Ployhart (2006) pondered the neglected questions in recruiting. He further
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pondered why managers fail to heed the results of research and science, wondering
if the results are too convoluted or vague for application on organizations. How do
we get decision makers in organizations to apply research?
This research added to the existing literature with potential applied utility
for police managers. First, the majority of turnover research focuses on prevention
of turnover opposed to prediction and applied research on turnover is very limited
(Hom et al., 2017). The nexus between SJTs and tenure is virtually unexplored
apart from a 1994 study looking at potential post-selection SJT prediction of
insurance agent turnover by Dalessio (2014). Barrick and Zimmerman (2009) and
Whetzel and McDaniel (2009) pointed to the void of research between SJTs and
turnover and potential applied utility. This research was an opportunity to actualize
the Rubenstein et al. (2018) suggestion that future turnover research included exploring
actual voluntary turnover as opposed to turnover intentions as well as distinguishing
voluntary from involuntary turnover. This aligns with the quest to identify prediction
criteria in selection research (Van Iddekinge et al., 2011) while addressing Hom et al.’s
(2017) identified need for applied turnover research.
Second, this research added to the literature exploring the ability of personal
selection tools to capitalize on predictor constructs, such as cognitive ability,
personality, knowledge and skills, (Campbell et al.,1993; Schmidt et al., 1986) that
have been studied and assessed to include SJTs (Schmidt & Hunter, 1998). This study
added to the limited existing turnover prediction from Barrick et al. (2009) and Van
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Iddekinge et al. (2011).
Third, employing actual daily performance evaluations (DORs) offers
measurement opportunities discussed in the literature as lacking. Rubenstein et al.
(2018) called for research to explore the temporal order of turnover as opposed to a
predictor at one point in time. Utilizing DORs offered an opportunity to increase the
frequency of measurement points temporally as suggested by Rubenstein et al.
(2017). This nexus between knowledge, skills, abilities, and other characteristics
(KSAOs) of policing and measuring actual field performance has been a critical
missing link in exploring police officer performance (National Research Council,
2004). Rubenstein et al. (2015) also suggested measuring specific events as part of
potential future predictive analysis of turnover. Exploring the performance measures of
the DORs offered potential in filling this gap in the literature.
Fourth, Selden et al. (2013) examined new employee turnover in state
governments exploring turnover and high-performance work systems (HPWS)
framework. Their findings suggested that three aspects of HR practices are
associated with predicting new hire turnover. The areas were recruiting and
selection, compensation, and training and development. Ployhart (2006) directly
queried if government sector selection research, commonly based on job analysis,
is generalizable to the private sector where the pace of change and need for
innovation prevail. He noted that the practice is to assume that utility exists without
exploration. The research explored government employee turnover while exploring
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selection and training outcomes associated with new hire turnover potentially
adding to Selden et al.’s (2013) work specifically with public sector new hires. It
also paved a pathway for replication with private sector organizations that deploy
similar SJT and selection instrumentation to evaluate the utility question posed by
Ployhart in 2006.
This unique population provided an opportunity to discuss the nexus
between business and management to the government sector as it relates to the
research. The Association to Advance Collegiate Schools of Business (AACSB)
defines organizations in The Business School Conceptual Framework as business,
non-profit, and government (AACSB, 2010). The interdisciplinary activities
promoted by AACSB (2010) are geared to the outcomes including improving
organizational performance by means of applied research with a goal of creating
intellectual capital. This research project was an applied research endeavor with
strong potential service utility, not only toward the government organizations,
specifically the law enforcement profession, but for organizations in general. The
Academy of Management (AOM) is a leading professional association for
management and organizational scholars (AOM, 2018). The Public and Nonprofit
Division of the Academy of Management (PNP) is one of the 25 management
disciplines of specific scholarly interest with focus on aspects of public
organizations such as human resource management and decision making (PNP,
2018).
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Fifth, The National Research Council (2004) reported a significant
unresolved question regarding effectiveness of police training and a lack or
rigorous research necessary to help shape training, especially with problem-solving.
They contend that until research yields better details on training, beyond simple
correlational designs, little progress is likely. For example, Geller and Toch (1995)
reviewed model policies and best practices regarding training and officer use of
force. They concluded that despite literature recommending specifics of such
training, there were no empirical validations of the claims. This research offered
predictive analysis (logistic regression) of selection data on police performance
during field training by use of DORs. This study offered insight into the National
Research Council’s (2004) assertion that research exploring the nexus of KSAOs
would be valuable to practitioners and police managers by helping inform potential
improvements to police training. Caro (2011) specifically discussed the advantage
of exploring police performance during field training, contending that it is a
substantial method of measuring performance that is lost after field training. The
agency explored utilizes the San Jose model, thereby providing a systematic system
and solid framework to explore performance related constructs.
Sixth, Ryan and Ployhart (2014) discussed the continuing evolution of SJT
research. They contended that future research needs to include SJT predicting
performance in unexplored domains including turnover. Ployhart and Weekley
(2006) offered suggestions for future science and practice in SJT utility. They
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acknowledged that most SJT research are field studies but have been limited to
correlational design. They suggested more experimental approaches to explore
SJTs measure related to decision making and performance. This research deployed
predictive analysis, well beyond correlational designs, to specifically address SJT
prediction on turnover outcomes thereby addressing gaps in the literature as
identified by Ployhart and Weekley (2006), Ryan and Ployhart (2014) and The
National Research Council (2004).
Seventh, Ployhart (2006) noted that every organization uses some form of
selection process without guarantee of effective, appropriate, or optimal use. He
further contended that unless research gaps are addressed this trend will continue.
Hausknecht and Holwerda (2013) suggested that personnel tracking approaches
with turnover details may yield opportunities for organizations to design strategic
interventions. This research attempted to specifically explore selection processes
for additional utility toward optimal use suggested by Ployhart (2006) while
searching for potential foundational predictive research useful for innovative
interventions as encouraged by Hausknecht and Holwerda (2013). Hom et al.
(2017) and Price (2011) also suggested that data-driven initiatives may result in
organizations gaining an ability to screen out those with a high chance of leaving.
Potential applied utility may inform both improved transfer of training toward
better retention while providing a glimpse into how valid and reliable data can help
organizations select out likely leavers.
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Eighth, Baldwin, Ford, and Blume (2009) discussed the importance of
transfer of training research to practitioners charged to train newly selected
members and organizations depending on the trainings impact on job performance.
Baldwin et al. (2009) contended that evidence-based interventions from literature
have the potential to inform application. They also call for future research to
explore potential improvement for training designs, trainee readiness, and
supervisor support related to training transfer in applied domains. This echoes the
call from Hom et al. (2017) urging empirical observation of management strategies
and practices and how they may impact turnover outcomes across various
industries. This study explored police strategies and practices on turnover. This
research also explored aspects related to the transfer of training within the context
of policing and was motivated by the potential to inform police organizations, even
in a small way, toward potential interventions that can improve transfer of training,
thereby resulting in less turnover.
Lastly, several recognized aspects for improvement and future
recommendations in turnover research may be explored. Allen, Hancock,
Vardaman, and McKee (2014) reviewed 447 empirical turnover studies and
contended that any literature growth and field utility from turnover research
requires that there is clear articulation of both the context and operational
definitions. The context is critical to scope and frame potential turnover
antecedents (Allen at al., 2014; Hausknecht & Trevor, 2011; Hom et al., 2017;
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Nyberg & Ployhart, 2013). Allen et al. (2014) further contended that the lack of a
context focus has created a dominant analytical mindset (DAM) that creates
assumptions that likely hamper advances in turnover research, especially toward
utility in applied settings. To combat DAM in turnover research, Allen et al.
(2014) recommended that future research include context specific observations of
voluntary and involuntary turnover using measures beyond surveys of intentions to
quit. This research was context specific and used actual turnover data compared to
common surveys measuring intentions in keeping with the recommendations of
current research (Allen et al., 2014; Hausknecht & Trevor, 2011; Hom et al., 2017;
Nyberg & Ployhart, 2013).
Organization of the Remainder of the Study
Chapter 1 introduces the background of the problem, study purpose, research
questions, operational definitions, and scope of the study. Chapter 2 reviews
literature organized by key constructs relevant to this study. Key literature includes
overarching theoretic framework, police recruiting, history of employment
practices and legal requirements, situational judgment tests, faking, police field
training, transfer of training, and turnover. Chapter 3 contains the research
methodology including research design, population and sample, procedures, data
collection, analysis, assumptions, and boundary conditions.
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Chapter 2
Literature Review
This literature review was conducted to gain insight into the depth and
scope of existing research in the research topic in order to provide adequate
knowledge to inform this research. This review of literature was intended to
establish a foundational overview of the key constructs associated with the study.
This research sought to explore potential predictive utility of selection processes,
specifically situational judgement tasks, in this case, in policing. Exploring these
various potential factors, such as fit and transfer of training, and how it leads to
voluntary and involuntary turnover informs an existing gap in the literature with
applied implications in reducing turnover for police organizations.
Overview
This chapter offers a review of existing literature to provide an overview of
the various research, theories, frameworks, themes, as well as a historical
background on relevant employment law and police training practices. This review
began with identifying an overarching theoretical framework for the research. Next,
literature related specifically to the applied problem and consequences of high
police turnover was reviewed. Following this, a historical overview of the evolution
of employment practices and the legal environment was discussed. This overview
explains the conditions, within employment selection, that explains the current use
and utility of situational judgement tests (SJTs) by many organizations. While this
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research did not explore the validity or constructs of SJTs it is important to explore
SJTs, along with relevant faking research, to properly ground this critical aspect of
this research. The following section provides a historical review and practice
details of field training and evaluation programs (FTEP) used in police
organizations. This is followed by an exploration of research and practical
implications of transfer of training relevant to the context of this study. The final
literature review explored the dependent variable, turnover, from a historical and
contextually relevant viewpoint.
This chapter concludes with a discussion on the synthesis of the
foundational literature, frameworks, and constructs that serve as the historical
perspective and inform the theoretical assumptions and boundary conditions for
this study. The potential applied utility of this research is later discussed in light of
the reviewed literature. Aspects regarding the potential nexus of this research with
the discovered future directions, recommendations, and applied potential was
discussed.
Questions that Guided the Research
This study explored the existing gap in literature regarding SJT’s potential
predictive nexus with turnover (Ployhart, 2006; Ryan & Ployhart, 2013; Price,
2011). This study has potential applied research implications in seeking to better
understand how SJTs, along with other selection instrument scores, may predict
actual turnover, and how it may impact actual voluntary (choice) and involuntary
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(performance) turnover. The following overarching research questions were
explored with several hypotheses.
RQ1. Do Situational Judgement Tests (SJTs) offer predictive utility toward
field training performance.
RQ2. Do SJTs offer predictive utility for turnover outcomes.
The potential impact of exploring these constructs included findings to
inform police organizations of a proactive opportunity to develop and provide early
interventions toward improved success in the transfer of training related to
retention.
Overarching Theoretical Framework
The relevant models, theories, and frameworks of this research rest on a
basic assumption that organizations must intentionally select organizational
members that are likely to facilitate the organization’s goals, vision, and mission.
The overarching theoretical framework is important as it establishes the
foundational assumptions for a theoretical foundation for the study. The framework
for this study was based on Schneider’s (1987) attraction-selection-attrition (ASA)
model with additional foundational support from person-job fit (Edwards, 1991)
and person-organization fit (Judge & Ferris, 1992).
Attraction-selection-attrition (ASA) model. The overarching theoretical
framework for this study was Schneider’s (1987) attraction-selection-attrition
(ASA) model. At ASA’s core is Kurt Lewin’s 1936 theory about behavior. Lewin’s
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(1936) behavioral equation B = ƒ(P, E) theorized that behavior is a function of the
person and the environment. Schneider (1987) added to Lewin’s notion contending
that environments are functions of the individuals (actors) behaving within them.
Schneider’s (1987) theory contends people are not randomly attracted or selected
into an organization. They are selected based on criteria established by existing
members.
The ASA model describes processes of attraction of potential members to
an organization, selection of new members, and attrition. This ASA cycle informs
understanding into the processes of organizational dynamics associated with
organizational culture. As people are attracted, selected, and remain in an
organization they then become the determinants of the environment (Schaubroeck,
Ganster, & Jones, 1998). Simply put, people are attracted to others with similar
interests, attitudes, and values (Schaubroeck, Ganster, & Jones, 1998).
Organizational actors select new members based on the perception of the potential
new member’s fit within the organization and the existing members. Poor matches,
such as bad fits, lead to attrition (De Cooman, Gieter, Pepermans, Hermans, Bois,
Caers, & Jegers, 2009; O’Reilly, Chatman, & Caldwell, 1991; Schneider, et al.,
1998).
Organizations understanding this concept can better adapt and manage
recruiting and selection strategies. However, there can be negative consequences
associated with ASA if not managed strategically. For instance, ASA and fit can
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lead to organizational homogeneity in some facets (Schaubroeck, Ganster, & Jones,
1998). Homogeneity among organizational members, for instance, can have
negative consequences for the organization in terms of adaptation to change,
groupthink, and hampered innovation (Astakhova, Beal, Schriesheim, & Camp,
2015; Schneider, Smith, Taylor, & Fleenor, 1998).
Person job and person organization fit. The fit between individuals,
professions, and organizations is linked to this study’s dependent variable of
turnover (Ployhard, 2006). Some turnover is known to be attributed to failures in
the transfer training resulting in performance-based dismissals. Some of those who
leave for non-performance related issues are theorized to have either person-job (PJ) or person organization (P-O) fit related reasons. It is therefore important to
provide an overview to both P-J and P-O fit.
Person-job fit. P-J fit (Edwards, 1991) refers to the fit between individual
members’ KSAOs and the job, or industry, as opposed to a specific organization
(P-O fit) within an industry. P-J fit constructs inform job analysis processes and
impact selection, training, and promotions in organizations (Breaugh & Starke,
2000; Kristof, 1996; Kristof-Brown, 2002; Werbel & Gulliland, 1999).
Policing is a dangerous and scrutinized profession. P-J fit is critical in
public safety positions (Lough & Von Treuer, 2013). Selection batteries in policing
that are examining for P-J fit are commonplace (Guller, 1994, 2004; Ho, 2001;
White, 2008). Consequences of poor P-J fit include burnout (Maslach & Leiter,
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1997) as well as decreased organizational commitment, job satisfaction, and job
performance (Kristof‐Brown, Zimmerman, & Johnson, 2005).
Person-organization fit. P-O fit garners theoretical support from
Schneider’s (1987) ASA model. P-O fit represents compatibility between the
person and the organization (Piasentin & Chapman, 2006). P-O fit is theoretically
rooted to how individuals are accepted and liked by other organizational members
(Judge & Ferris, 1992) based on shared characteristics (Kristof, 1996; Verquer,
Beehr, & Wagner, 2003). Piasentin and Chapman’s (2006) review of P-O fit
literature identified four common P-O fit operationalizations including
supplementary, person has similar characteristics to organizations, complementary,
where a person fills a vacant need in the organization, needs-supplies, where the
organization fulfills a person’s needs, and demands-abilities, where the person’s
abilities meet the demands of the organization.
The ASA cycle can lead to similarity among members. This homophily,
where group, cultural, or behavioral characteristics are similar, can lead to a
homophily bias if not recognized (McPherson, Smith-Lovin, & Cook, 2001). These
group similarities can evolve from ASA cycles and may lead to what Schneider,
Smith, and Goldstein (2000) call the “dark side” of good fit. These can include
organization-wide diminished innovation, groupthink, and resistance to inclusion
and diversity (Jones, McChrystal, Kung, & Griffith, 2002).
P-O fit has empirical support suggesting it has interaction impacts on other
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organizational behavioral constructs such as social support (Chao, O’Leary-Kelly,
Wolf, Klein, & Gardner, 1994), job satisfaction, (Dawis & Lofquist, 1984;
Edwards, 2008; Pindar, 2008; Schaubroeck, Ganster, & Jones, 1998),
organizational commitment (Astakhova, 2016), assimilation into the organization’s
culture (Chatman, 1989; Kristof-Brown, 2000), tenure (Bretz & Judge, 1994;
Schneider et al., 2001), and turnover (Arthur, Bell, Villado, & Doverspike, 2006).
P-O fit has demonstrated nexus to turnover (e.g., Arthur, Bell, Villado, &
Doverspike, 2006; Holland, 1993; Schneider, 1987). According to Holland (1993),
congruence exists between employee interest and how those interests are reflected
in the work environment (1997). Alignment between employee interest, P-O fit,
and organization support leads to better retention (e.g., Arthur et al, 1994; Edwards,
2008; Mitchel, Holton, Lee, Sablynski, & Erez, 2001; Schleicher et al., 2011). A
meta-analysis review of P-O fit and turnover by Artur et al. (2006) points to
attitude constructs linking P-O and turnover.
Impact to assumptions and boundary conditions for this research.
Both P-J and P-O fit have their place in shaping good selection processes
given the complex selection criteria for today’s organizations is a combination of
both (Bowen, Ledford, & Nathan, 1991; Rynes & Gerhart, 1990; Werbel &
Gilliliand; 1999). In a recent review of validity and utility of selection methods
over the past 100 years, Schmidt, Oh, and Schaffer (2016) explored meta-analyses
of constructs related to job performance. Of specific note, they found no meta30

analytic studies related to P-J fit, P-O fit, or knowledge based SJTs and job
performance. ASA provides a theoretical foundation for a predictive examination
of interest and attitude constructs (specifically P-J and P-O fit) with actual turnover
(Arthur et al., 2006; Holland, 1993; Griffith, et al., 2000; Schneider, 1987; Tett &
Meyer, 1993).
Police Recruitment, Selection, and Turnover
The challenge facing police organizations to successfully recruit, select, train,
and retain officers was introduced in chapter one. The importance of selection and
retention, in any organization, was supported in literature (i.e. Mabon, 1994; Ployhart,
2006; Ployhart & Weekley, 2010; Pulakos & Schmitt, 1996; Rubenstein et al., 2015)
and can even be more of a concern for governmental organizations (Barrett et al., 2010;
Selden et al., 2013; The Center for State and Local Government Excellence, 2017;
Wilson, 2014). The critical legal, process, and pragmatic aspects of proper selection
methods were introduced (i.e. Arnold, 2004; Barrick & Zimmerman, 2005; Campbell
et al., 1993; Gottfredson, 1996; Gutman, 2009; McDaniel et al. ,2001; Motowidlo &
Tippins, 1993; Pulakos & Schmitt, 1996; Schmidt & Hunter, 1998; Van Iddekinge et
al., 2011; Weekley & Jones, 1999).
Hom et al. (2017) contended that a nexus between selection and turnover
exists and contend that it is often overlooked in research. They further suggested that
this missing nexus is a result of the common disconnect between human resource
departments, focused on hiring regulations, and the operational departments where
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work is carried out (Ployhart, 2006). This divide, as articulated by Mom et al. (2017),
can be amplified in organizations experiencing challenges in diversifying their work
force (Barrick & Mount, 2005; Fyfe & Kane, 2006; Ployhart, 2006). Retention of
employees can be even more critical to organizations since the costs of training, in time
and resources, are significant (Hausknecht & Holwerda, 2013; Mabon, 1994;
Ployhart & Weekley, 2010; Rubenstein et al., 2015; Seldon et al., 2013).
Practitioner response. Today, police executives face organizational
challenges that are posing a substantial threat to maintaining a stable police force
that is necessary to maintain quality of life for citizens. The International
Association of Chiefs of Police (IACP) (Smith, 2016: Woska, 2006; Woska, 2016),
the Law Enforcement Executive Forum (Wilson, 2014), the Center for State and
Local Government Excellence (2017), and the Police Executive Research Forum
(PERF) (2014) are among policing and related professional practitioner
associations and organizations expressing this concern. Academic support for the
increasingly significant erosion toward maintaining a stable police workforce is
growing from challenges in effectively recruiting and retaining police officers (i.e.
Cavanagh, 2003; Haarr, 2001; Koper, Maguire, & Moore, 2001; Orrick, 2008;
Selden et al., 2013; Wilson, 2012).
The IACP’s Police Chief Magazine, a premier practitioner publication for
police executives, began focusing on the industry recruiting challenges in the early
2000’s. Woska’s (2006) IACP review of recruiting challenges for policing
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included the significance of baby-boomer retirements and the much smaller pool of
potential replacements in the current labor pool. Beyond the pure numbers, Woska
(2006) discussed competition for an applicant pool from the military, due to
personnel ramp-ups and evolving opportunities in the high-tech sector (also
mentioned by Smith, 2016). Negative publicity of high profile, often racially
charged, incidents regarding use-of-force also have a discouraging effect on
applicants toward the profession of policing in general. Woska (2006) adds that
eighty percent of the nation’s (17,000) police agencies have unfilled positions with
as few as five percent of police applicants passing standard law enforcement
employment screenings. Compounding policing’s challenge for maintaining
staffing is new officer training failures, reported as high as 25 percent (Woska,
2006).
Historical context evolving into today’s challenges. Today’s complex
police staffing issues, such as recruiting, selection, and turnover (Ployhart, 2006;
Selden et al., 2013) did not arrive unannounced. Ployhart (2006) explored
anticipations for 21st century staffing issues related to increasingly complex
workforce issues for organizations. Ployhart (2006) suggested that organizations
would need to spend more capital and resources on targeted recruiting and training
initiatives to compete in the increased knowledge-based workforce. Issues related
to evolving work place diversity, with ever increasing competition for applicants,
and compounded by generational differences and population dynamics, would
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require organizations to expend much more on recruiting and selection as well as
effort to retain employees. To best understand the context of the current issues in
police staffing we must look at the issues at the turn of the century, the shifts to the
police staffing challenges sparked by the recession of 2008, and today’s ever
evolving and nuances challenges.
Police workforce challenges turn of the 21st century. Police organizations in the
U.S. experienced a shortage of qualified applicants in the late 1990’s. For example,
The Florida Police Chiefs Association (FPCA) commissioned a statewide study to
explore issues in recruiting and retention in a search for best practices and solutions
(Jones, McChrystal, & Kung, 2002). The FPCA study reported that thirty percent of
Florida police and sheriff departments reported difficulties recruiting and half reported
challenges recruiting minority applicants (Jones, McChrystal, Kung, & Griffith, 2002).
Additional issues emerged related to poaching of smaller department officers by large
police and sheriff departments leading to interagency distrust (Jones et al, 2002).
Generational factors impacting recruiting and retention included questioning authority,
organizational commitment, and a lack of mentoring (Griffith, Jones, McChrystal, &
Kung, 2002).
A host of best practices and initiatives, such as including police recruiter
training, leadership training to improve leader and subordinate relations, marketing
police professions, and innovative realistic job previews were being developed
(Griffith et al, 2002; Jones et al., 2002; Scott and Jones, 2003). The urgency to
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follow through on the state-wide initiative lost momentum as the recession, which
began with the stock market losses post September 11, 2001 (Makinen, 2002), led
to higher unemployment which, in turn, pushed more qualified candidates to the
public sector. Police candidate selection ratios improved, at least for a few years.
Housing market crash and 2008 recession. Police recruiting and retention
stabilized in terms of qualified applicants and retention. However, the 2008 U.S
recession, sparked in large part by the housing market collapse, is credited with
sparking a new challenge in sustaining ample police forces (Police Executive Research
Forum, 2013; Wilson, 2014; Woska, 2016). The issues of enough qualified applicants
from the turn of the 21st century is replaced with the loss of tax revenues at the state
and local level, resulting in various reductions on force issues sparked by drastic
budget cuts across government entities.
Wilson (2014) points out that these budget related reductions, such as layoffs,
early retirement buy-outs, and elimination of some police agencies, made it difficult
maintain proper police staffing levels. Woska (2016) suggests that budget crisis was
evident in the decreased average police officer to population ratios nationwide.
According the U.S. Department of Justice (2011), officer to population ratios fell from
250 per 100,000 residents in 2008 to a national average of 181 officers per 100,000
residents in 2011. That equated to a 37.6 percent reduction in force.
Woska (2016) warned in 2006 that budget issues were of grave concern to
police administrators in his review on police recruiting for the IACP. Woska’s 2016
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update, focused on police recruiting changes since his previous 2006 review, posits that
the 2008 recession critically impacted local government budgets resulting in
unprecedented police layoffs, and ultimately police services themselves.
The Police Executive Research Forum (2013) reviewed additional impacts
resulting from the budget constraints and shrinking workforces. key issues included
eliminating special units, reducing overtime, layoffs, and use of non-sworn
personnel and volunteers for functions traditionally performed by officers. Police
Executive Research Forum (2013) reports these issues have a direct nexus with
officer job satisfaction and direct implications in preserving critical patrol functions
for policing.
Contemporary challenges for police staffing. Police executives once had to
compete with other police agencies for interested candidates. The challenge then
shifted to significant budget constraints leading to downsizing, layoffs, pay freezes,
and other fiscal challenges. As the economy rebuilt after the 2008 recession a different
set of challenges to maintaining stable police workforces emerged.
Smith (2016) and Wilson (2014) both argue that post-recession economic
conditions did not eliminate recruiting and retention problems. They point to the
increased competition from other occupations, generational views on policing, and
candidate disqualification issues (such as drug use and physical fitness) presenting
significant challenges to police organizations. With unemployment low and
increasingly complex challenges to police organizations today, police executives face
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increasingly complex challenges to navigate. These challenges include negative public
perception, job attractiveness, generational issues, and cost of turnover.
Negative public perception. The disparity in finding candidates for public
safety may be attributed, is part, to negative police publicity, as first discussed as
early as 2006. The notion of potential candidate hesitation for policing as a career
gained credibility in the wake of, what St. Louis Police Chief Sam Dotson coined,
the Ferguson Effect (Gold, 2015). The Ferguson Effect is the effect of anti-cop
rhetoric, often fueled by media attention. This public attention that can be based, at
times, on incomplete information leads to increased politicization of police-citizen
encounters.
Results of the Ferguson effect include negative effects on incumbent job
satisfaction (Wolfe & Nix, 2016) as well as perceptions further eroding the
attractiveness of policing for the potential applicant pool (Smith, 2016; Woska,
2016). Barrett et al. (2010) recognize the additional potential poor public attention
from poor selection. They point to the public sector, particularly police and fire,
where the consequences of poor selection can be witnessed on the evening news.
These high stakes professions result in the highest level of complaints, criticism,
and legal action in the public sector (Barrett et al., 2010) and likely make well
qualified candidates ponder other less scrutinized and dangerous professions.
Job attractiveness. Public perception concerns only add to a reduced level
of attraction for potential candidates to policing. Challenges posed from private
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sector jobs include differentials in pay, benefits, and social acceptability where policing
continually falls short (Jordan et al., 2009; Orrick, 2008; Smith, 2016, Wilson, 2014;
Woska, 2016). Woska (2016) and Smith (2016) contend reductions in pay and
benefits, particularly retirement benefits, as a result of the 2008 recession, have left a
significant challenge for police organizations in closing the pay gap with private sector
competitors for similar candidate pools. The pay challenges related to attractiveness
of policing may be further fueled by the technology boom. Cavanagh (2003)
pointed to applicant pool dilution issues facing police recruiting, such as the
attractiveness of more lucrative careers and negative images of policing, long
before the 2008 recession and Ferguson effect phenomena. The question police
executives and recruiters must face is to convince prospective candidates that highrisk and high-profile careers in policing are rewarding in ways beyond comparable
pay, benefits, quality of life, and stress from private sector opportunities.
Generational Issues. Ployhart and Weekley (2010) recognize an additional
emerging challenge to organizations related to a shift in generational norms. They
point to specific challenges related to generational perspectives favoring shorter
lengths of employment which lead to the prospect of more turnover. Law
enforcement, and public safety professional in general, have long enjoyed good
employee benefits.
One such benefit to attracting and retaining officers has been a definedbenefit retirement plan. These plans are an advantage over traditional plans as
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retirement, usually around age 55, is guaranteed for life. Traditionally, officers can
retire with 20-25 years of service at 60 to 90 percent of their salaries. This benefit
has long been an advantage to police recruiters. Many agencies across the country
have experienced benefit reductions in the wake of the 2008 recession. Newer
officers have a higher chance of being in a contributory plan similar to other local
government employees. These retirement plans were once a motivator for retention,
without them retention is more challenging (Wilson, 2012).
Generational differences are magnified in smaller police organizations
which are more susceptible to workforce shortages. Maciag (2018) discusses small
agencies’ recognition that officers are being lured away by larger agencies with
increasing pay, more attractive job options, and other benefits. Maciag (2018)
reports small agency loss of officers as a nation-wide frustration point for small
agencies. Agencies do recognize that officers with good performance records and
experience are valuable and marketable assets in the labor market (Maciag, 2018).
Research by Koper, Maguire, and Moore (2001) extend this concern for qualified
applicants with finding that one-half of all small U.S. police departments surveyed
(n=409) reported difficulty recruiting qualified candidates. Large departments,
serving populations of 50,000 or more residents, (n=538) reported higher difficulty
(65%) in finding qualified applicants. It only makes sense that larger departments
would consider luring experienced officers.
Smith (2016) points to issues such as a shift from the Boomer’s “living to
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work” to Millennial’s “working to live” attitudes (Espinoza, Ukleja, & Rusch,
2010). Wilson (2014) suggests that dynamic economic and social constructs related
to the profession of policing are challenges in themselves but suggests that the
profession of policing’s inability to address generational differences may be the
most significant core challenge. Smith (2016) contends that the changing
generational attitudes along with relaxing social standards on issues such as drug
experimentation and driving histories compound police organization efforts to
attract, select, and retain good officers. The National Research Council (2004) and
Kaminski (1993) have conducted research that suggests non-whites, particularly
African-Americans, have more negative views on police work and thus lower
interest in the profession.
Cost of turnover. The cost of turnover to organizations can extend beyond
simply finances and time (Barrick & Zimmerman, 2009; Hom et al., 2017; Maltarich,
Nyberg, & Reilly, 2010; Van Iddekinge et al., 2011). Police organizations must
consider all costs associated with selection and training new employees. The average
employee, in any industry or sector, has a learning curve before they can contribute
effectively to the organization. This learning curve takes even longer in complex roles
(Ployhart & Weekley, 2010), such as policing.
The pragmatic cost of turnover results from poor selection where a new officer
is unsuccessful in training and the organization must seek another candidate. Woska’s
(2006) finding that eighty percent of U.S. police agencies have unfilled positions
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where as few as five percent pass entrance testing, and 25 percent fail during
training suggests that police agencies need over dozens of candidates to have a
reasonable chance to select, train, and retain one officer.
As an example, Fry (2017), reported on police recruiting and selection
records from San Diego Police Department (SDPD). In 2013, SDPD reported 200
vacancies of it 2,000 sworn positions. Only four percent of the 4,439 applicants
passed the written exam, necessary background checks, and completed the police
academy. Fry did not report the number of academy cadets that made it through
training but using Waska’s (2006) 25 percent that would leave the section ratio at
3/100. In the case for SDPD, they are losing about 150 officers per year due to
attrition including retirement. According to Fry, 2017, SDPD reports 25 percent
less applicants between 2015 and 2016. To sustain a stable police force, SDPD
must either find around 20,000 qualified applicants to test and process or poach
experienced certified officers from other agencies. Even if partially successful at
each, replacing 150 officers, on average per year, appears unsustainable.
Impact to assumptions and boundary conditions for this research.
The assumptions for this research included a general need for improved
recruiting, selection, training, and retention for U.S. police organizations.
Additionally, this research assumed that there is a level of disconnect between
human resources and police operations offering an opportunity to share data toward
improved retention outcomes. Boundary conditions of this research included that it
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is a mid-sized police agency in Florida.
History of Employment Practices and the Legal Environment.
Organizations rely on members. Proper recruiting, selection, training, and
retention strategies result in positive employee performance (Ployhart, Nyberg,
Reilly, & Maltarich, 2014). Popovich (1998) argues that employee productivity
continually improves as they receive training and gain experience, thus facilitating
organizational goals. These organizational goals are, in a general sense, broken
down into articulable tasks (Lunenburg, 2012) used to identify necessary
knowledge, skills, abilities, and other attributes (KSAOs) for adequate performance
of tasks and duties of the job (Gutman, Koppes, & Vodanovich, 2011; Liu, Combs,
Ketchen Jr., & Ireland, 2007; Murphy, 2012).
Research has long recognized that different attributes, such as KSAOs, exist
between people and can be measured (Sharp, 1899; Thorndike, 1914; Wallin,
1911). Metcalf (1912) recognized early in the 20th century the value of measured
differences for employment decisions. These notions hold true in employment
decisions today (Ackerman & Humphreys, 1990; Arnold, 2004; Gutman et al.,
2011, Jepsen and Dilley, 1974). Proper hiring decisions are facilitated through the
use of valid employment assessments of these KSAOs and result in much better
performance over simple random selection (Guion & Highhouse, 2004; Gutman et
al., 2011; Schmidt & Hunter, 1998).
The Society for Industrial & Organizational Psychology (SIOP), 2003,
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discusses employment testing and selection measurers most commonly used. SIOP
(2003) was established to help standardize the manner of testing related to
psychometrics of quantifying the job as well as individual and performance
characteristics. Organizations must be mindful for the practical and legal aspects of
proper KSAO identification and suitable selection processes to fairly assess
candidate characteristics (Guion & Highhouse, 2004; Gutman et al., 2011; SIOP,
2003).
Cognitive ability and adverse impact. Use of poorly developed or improper
selection procedures have legal implications for organizations. The main
considerations for organizations relate to the concepts of disparate treatment and
adverse impact. The Equal Employment Opportunity Commission (EEOC), 1978,
states disparate treatment results when candidates are denied employment
opportunities based on membership in a class based on race, gender, or ethnic
origin (EEOC, 1978, Gutman et al., 2011).
Adverse Impact, also known as disparate impact, is a selection process
concept that examines the proportion of qualified candidates from a protected class
compared to the overall pool of qualified candidates (EEOC, 1978; Guion, 1991;
Gutman et al., 2011). The EEOC (1978) operationalizes uniform guidelines related
to adverse impact as the “four-fifth’s rule” (Gutman, 2009). This scenario considers
the potential adverse impact to protected class members, when qualified applicants
from that protected class (race, gender, ethnic origin) have a selection rate less than
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four-fifths of the selection rate for non-protected class members (EEOC, 1978;
Gutman, 2009; Gutman et al., 2011).
Cognitive ability tests have strong empirical support as perhaps the current
best psychometric predictor of job performance (i.e. Chan, Schmitt, DeShon,
Clause, & Delbridge, 1997; Kuncel & Hezlett, 2010; Maltarich & Reilly, 2010;
Roth, Bevier, Bobko, Switzer III, & Tyler, 2001; Schmidt & Hunter, 1998). In
fact, Schmidt, Oh, and Shaffer’s (2016) recent review of research related to
selection led to their contention that researchers have historically underestimated
the effects of cognition related to performance. The Schmidt et al. (2006) assertion
is based on their recognition on the recent advances in measurers and analytical
techniques. These statistical and analytical methods, according to Schmidt et al.
(2006), yield much more accurate results due to these more advanced methods in
correcting for range restriction.
The challenge in using cognitive ability for selection. The historical and
legal issues with the use of cognitive ability tests are they have been shown to
produce the largest score differences in racial and ethnic origin scores leading to
higher possibilities of adverse impact (Breaugh, 2003; Cohen, 1988; Gaugler,
Rosenthal, Thornton, & Benson, 1987; Gutman et al., 2011; Hough, Oswald, &
Ployhart, 2001; McDaniel, Morgeson, Finnegan, Campion, & Braverman, 2001;
Roth, Bobko, & Buster, 2013; Roth, Bevier, Bobko, Switzer & Tyler, 2001; Sackett
& Ellingson, 1997; Weekley & Jones, 1997; Weekley, Ployhart, & Harold, 2003;
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Whetzel, McDaniel, & Nguyen, 2008).
The law does not consider adverse impact, in itself, as discriminatory
(EEOC, 2010; Gutman et al., 2011; SIOP, 2003). Violations of the four-fifth’s rule
can initiate an EEOC complaint and potential costly litigation (EEOC, 2010;
Gutman et al., 2011; SIOP, 2003). Instruments producing adverse impact are not
automatically deemed improper or illegal. They can be used with proper validation
(Hough, Oswald, & Ployhart, 2001) but it could negatively impact workplace
diversity initiatives (Lievens & Sackett, 2007). The U.S. Supreme Court has
explored discrimination claims with rulings that prefer alternative predictors to
cognitive ability that produce lower levels of adverse impact (i.e. Albemarle Paper
Company v. Moody, 1975; Griggs v. Duke Power Co., 1971). The EEOC followed
these rulings with their 1978 uniform guidelines (EEOC, 1978) stressing alternative
predictor options. These court rulings lead to a shift in selection practices from
cognitive ability towards other tests such as personality measurers (i.e. Janik, 1994;
Gutman et al., 2011; Weiss & Inwald, 2018; White, 2008).
The rise and fall of personality tests in police selection. In the mid-1970’s
states started conforming to the increased scrutiny, which generated more oversight
and government interventions in employment testing in policing (Janik, 1994;
Landy, Farr, Saal, & Freytag, 1976; Weiss & Inwald, 2018; White, 2008; Walker &
Katz, 2002). Two federal reports in 1967 sparked action. The first, The Presidential
Commission on Law Enforcement and the Administration of Justice recognized the
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need for agencies to screen for emotional stability. The other, The National
Advisory Commission on Annual Justice Standards and Goals recommended that
all police agencies utilize psychological testing professionals to improve police
selection. (Janik, 1994; Landy, et al., 1976; Weiss & Inwald, 2018; White, 2008;
Walker & Katz, 2002).
Early state legislative mandates called for pre-employment screenings for
significant psychopathology as a screen-out mechanism (Landry et al., 1976; Weiss
& Inwald, 2018). This police initiative gained momentum in 1976 with funding for
the National Working Conference on the Selection of Law Enforcement Officers
funded by the Department of Justice. This conference was the first of many to
advance the use of various personality assessments in policing (Weiss & Inwald,
2018). As research evolved, the nexus between personality test variables and police
work emerged. Inwald and Shusman (1980) compiled data on over 1,000 preemployment assessments and completed the Inwald Personality Inventory (IPI)
designed and validated specifically for policing.
A 1981 lawsuit verdict in New York (Bonsignore v. The City of N.Y., 1981)
reinforced to police administrators and government officials that the need, and
expectation, for psychological tests for police officers was critical. The case
involved a NYPD officer who used his service weapon to shoot his wife and then
commit suicide. His wife survived and filed suit in federal court, claiming that the
department had not done its due diligence in screening. The lower and appellate
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courts agreed that the NYPD had not implemented sufficiently effective
psychological screening processes (Bonsignore v The City of N.Y., 1981). This
served as a landmark case and a wakeup for police agencies ignoring psychological
screening processes (Weiss & Inwald, 2018).
Psychological testing in the 1980’s experienced dramatic increases. Not
only did selection processes include personality tests but expanded use to fitness
for duty evaluations for existing officers (Inwald, Kaufman, & Roberts, 1991). By
the end of the 1980’s, roughly half of police departments used some sort of
psychological screening, signifying a huge advance in applying psychology in the
field (Weiss & Inwald, 2018). However, validity issues with selection personality
tests began to emerge (Gutman, 2009; Kleiman & Gordon, 1986).
Of particular note, generalizability of personality tests across industries and
specific jobs, in a selection context, drew criticism (Lough, Wald, Byrne, &
Walker, 2007) although some studies, with correctional officer samples for
example, demonstrated partial generalization to police populations (Barret,
Polomsky, & McDaniel, 1999; Brough, 2005). Despite the IPI’s validation
specifically using police performance evaluations, many other common instruments
were scrutinized for validation with police academy cadets as opposed to tenured
officers’ job performance (Burkhart, 1980; Gonder and Gilmore, 2004; Hargrave,
Hiatt, & Gaffney 1986; Inwald & Shusman, 1984; Weiss & Inwald, 2018). Given
more recent research suggesting that only as much as ten percent of academy
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performance accounts for field performance (Buerger, 1998; Caro, 2011) in
policing this was a valid concern. Studies (i.e. Bartol, Bergen, Volckens, & Knoras,
1992; Burbeck & Furnham, 1985; Daniels & King; 2002) had similar conclusions
determining if psychological tests, specifically the commonly deployed Minnesota
Multiphasic Personality Inventory (MMPI), could discriminate for police selection
purposes predictively for performance. Finally, three studies (Daniels & King,
2002; Winters, 1990; Wright, Dai, & Greenbeck, 1990) failed to find prediction
between MMPI test scores and police performance.
Americans with Disabilities Act (ADA). Weiss and Inwald’s (2018)
historical review of personality testing in police employment pinpoints that the
landscape for psychological testing for pre-employment screening in policing came
to a quick decline in 1990 with the passing of the Americans with Disabilities Act
(ADA). The ADA effectively eliminated the use of psychological testing for preemployment screening. Police psychologists, at the time, lobbied for continued use,
with empirical evidence, to not avail prior to the 1992 ADA implementation
(Inwald, Kaufman, & Roberts, 1991). This effectively abolished the use of
personality-based testing for pre-conditional police selection (Weiss & Inwald,
2018).
The ADA only allowed for psychological screening in post-conditional
situations where failing a battery would then eliminate a candidate from a position
they have been conditionally offered (Gutman, 2009; Weiss & Inwald, 2018). The
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loss of pre-employment utility was significant, but fitness for duty, as sparked by
the Bonsignore decision in 1981, maintained utility (Weiss & Inwald, 2018). The
value in the IPA and MMPI remains a potential screen-out, although post
conditional, police selection tool (Weiss & Inwald, 2018).
The Civil Rights Act of 1991 and Ricci. The Civil Rights Act of 1991 (CRA
1991) further eroded the conditions where psychological testing, and other common
police selection methods, could be used in employment (Gutman, 2009; Gutman et
al., 2011; Weiss & Inwald, 2018). In essence, the CRA 1991 mandated that
selection had to be made based on the best qualified candidate. No longer could
organizations consider race or gender for preferential hiring (Gutman, 2009;
Gutman et al., 2011; Weiss & Inwald, 2018). The legal requirements established by
the ADA and CRA 1991 for police, as well as other industries, mandated a search
for alternative employment selection instruments leading to the current trend and
use of measures such as situational judgment tests (SJTs).
The United States Supreme Court (USSC) reinforced the “best qualified”
notion of the CRA 1991 in the firefighter promotion case Ricci v. DeStefano, 2009.
In this case, the City of New Haven, Connecticut, (city) failed to certify the results
of a lieutenant promotional exam for 118 candidates because the city feared a
disparate impact suit from African-American candidates (Campbell, 2010;
Dickerson, 2009; Mitchell, 2013). The white and Hispanic candidates filed suit.
The USSC found that the city had conducted a proper job analysis to identify
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KSAOs for fire lieutenant and, based on the job analysis, developed a written
examination to measure the job-related knowledge (Mitchell, 2013). The city then
compiled training manuals and study materials and provided a three-month study
period (Mitchell, 2013). Outside assessors were used. All held higher rank than
lieutenant, with sixty percent of assessors being from a minority (Mitchell, 2013).
The USSC ruled in Ricci that a city’s fear of potential litigation from a protected
group is not reason to ignore results of a valid test (Ricci v. DeStefano, 2009).
Legal observers (i.e. Biddle & Biddle, 2013; Campbell, 2010; D’Aquila,
2010) contend that public sector organizations face an impossible chore of
perceptions of discrimination from any group not proportionally represented in a
promotional context. Biddle and Biddle (2013) suggest organizations comply with
proper and legal selection guidelines with the goal of facilitating that the best
qualified candidates emerge, without regards to class, and let the legal process
resolve issues that may arise. Assessment centers for promotion (Biddle & Biddle,
2013; Mitchell, 2013) and SJTs for selection (Barrett, Doverspike, & Young, 2010;
Chan & Schmidt, 2002; Legree & Psotsha, 2006; Lievens, Buyse & Sackett, 2005;
Hausknecht & Langevin, 2010; McDaniel et al., 2001; Hanson & Ramos, 1996;
Hunter, 2003; Peeters & Lievens, 2007; Weekley & Ployhart, 2006) have emerged
as contemporary, but costly, options.
Alternatives to cognitive ability and personality. The ADA and CRA 1991
lead to a quest for alternatives to cognitive ability and personality in police
50

employment testing (Weiss & Inwald, 2018). SJTs have become increasingly
popular in selection (Barrett et al., 2010; Chan & Schmidt, 2002; Legree & Psotsha,
2006; Lievens et al., 2005; Hausknecht & Langevin, 2010; McDaniel et al., 2001;
Hanson & Ramos, 1996; Hunter, 2003; Peeters & Lievens, 2007; Weekley &
Ployhart, 2006). SJTs present job candidates with job-relevant situations and ask
them to choose among a list of possible actions in response (Whetzel & McDaniel,
2009).
Meta-analysis by Whetzel and McDaniel (2009) point to the popularity of
SJTs in the U.S. and Europe and cite several reasons. They discuss a renewed
research interest and allow deployment of more sophisticated data collection and
analysis, such as meta-analytic studies. These meta-analyses have offered
empirical support for SJT which includes better validity predicting job performance
relative to other selection options, such as cognitive ability and personality (i.e.
Christian, Edwards, & Bradley, 2010; Whetzel & McDaniel, 2009). Research
supports that SJTs produce less adverse impacts than other common selection
testing methods, thus allowing organizations to deploy selection methods in
keeping with case law and EEOC guidelines (Barrett et al., 2010; Callanin &
Robertson, 2000; Chan & Schmidt, 1997; Motowidlo & Tippins, 1993; Oswald,
Schmitt, Kim, Ramsay, & Gillespie, 2004; Weekley & Jones, 1997; Whetzel,
McDaniel, & Nguyen, 2008).
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Impact to assumptions and boundary conditions for this research. The
primary applied purpose of this research was to help law enforcement determine if
selection battery components, particularly SJTs, offer any additional utility toward
predicting officer retention. Given the legal landscape where SJTs are preferred in
light of the limitations of cognitive ability and personality batteries, the potential
impacts in the field supported the importance of the nexus between SJTs and
KSAOs that are related to officer performance though transfer of training.
The key assumption of this section related to the research was that the
selection batteries deployed by the population agency are valid and reliable
measures of initial police performance and that they conform to legal guidelines of
selection. Given that the focus is on potential expanded utility beyond selection,
this assumption served as a boundary condition for the study.
Situational Judgment Tests
McDaniel, Hartman, Whetzel, and Grubb III (2007) describe situational
judgment tests (SJTs) as selection instruments that typically tap into behavioral
tendencies or knowledge in work-related scenarios. Candidates are presented a list
of plausible actions related to the scenario and are evaluated on how they would
perform or how effective their selected action (option) would be in the job context
(Whetzel & McDaniel, 2009).
Whetzel and McDaniel’s (2009) article discussing the history of SJTs
tracked their use back to the 1870s with selection for the U.S. Patent Office. Early
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Benet children’s intelligence tests in 1905 (Whetzel & McDaniel, 2009) included
situational judgment items. McDaniel and Nguyen (2001) discuss the use of SJTs
specifically to improve selection outcomes since the 1950s. Throughout the early
20th century practical judgment tests were used for selection including for the U.S.
Office of Personnel Management, which continues today.
SJT popularity today. Meta-analysis by Whetzel and McDaniel (2009)
pointed to the popularity of SJTs in the U.S. and Europe and cited several reasons.
They discussed a renewed research interest and allowed deployment of more
sophisticated data collection and analysis, such as meta-analytic studies. These
meta-analyses have offered empirical support for SJTs which includes better
validity with predicting job performance relative to other selection options, such as
cognitive ability and personality measures (i.e. Christian, Edwards, & Bradley,
2010; Whetzel & McDaniel, 2009). Research supports that SJTs produce less
adverse impact than other common selection testing methods, thus allowing
organizations to deploy selection methods in keeping with case law and EEOC
guidelines (Barrett et al., 2010; Callanin & Robertson, 2000; Chan & Schmidt,
1997; Motowidlo & Tippins, 1993; Oswald, Schmitt, Kim, Ramsay, & Gillespie,
2004; Weekley & Jones, 1997; Whetzel, McDaniel, & Nguyen, 2008).
Candidate perceptions of fairness. SJTs offer advantages in selection due
to their face and content validity related to the work scenarios, leaving candidates
more satisfied with the perceived fairness of the instruments (Rynes & Connerly,
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1993; Whetzel & McDaniel, 2009). Hausknecht, Day, and Thomas (2004)
conducted a meta-analysis and found that job applicant perceptions of fairness are
high when tests are face valid and have perceived predictive validity.
Organizational advantages. Organizations are also attracted to SJTs for
many reasons, including economy of development, administration, and scoring
(Lievens & De Soete, 2012), with fewer items compared to cognitive ability tests
(Hanson & Ramos, 1996), while also offering improved face validity (Clevenger,
et al., 2001; Hausknecht et al., 2004; Ployhart & Ryan, 1998; Rynes & Connerly,
1993; Whetzel & McDaniel, 2009). Face valid instruments and assessment are
associated with more positive candidate reaction thus reducing negative perceptions
that can impact future behaviors of employees (Anderson, 2011; Anderson,
Salgado, & Hülsheger, 2010; Hülsheger & Anderson, 2009; Smither, Reilly,
Millsap, Pearlman, & Stoffey, 1993). These SJT advantages collectively reduce
organizational chances of litigation claims associated with selection and later
performance (Barrett et al., 2010; Kaminski, 2002; Hoover, 2002; Murphy, 2012;
Walker, 2005).
Previous SJT studies predicting turnover. There is a recognized void in
literature exploring SJTs and turnover (Barrick & Zimmerman, 2009; Whetzel &
McDaniel, 2009). Rubenstein et al. (2018) suggested that future turnover research
explore actual turnover as opposed to turnover intentions. Support exists for more
applied turnover research to inform both practitioners as well as to validate prediction
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criteria for selection research (Hom et al., 2017; Van Iddekinge et al., 2011).
Literature searches revealed only one article exploring potential SJT
prediction of turnover. Dalessio (1994) explored video-based SJTs and insurance
agent turnover. He was exploring the potential predictive utility of SJTs and
retention of agents at one year. The insurance industry experienced high turnover
(average 44 percent annually) and Dalessio’s (1994) article was an effort to
potentially inform the insurance industry toward hiring retention. The applied goal
of the project was to explore potential use of SJTs as a prediction of retention
during hiring processes (Dalessio, 1994).
Dalessio’s 1994 study population consisted of newly contracted agents
(N=677) across 14 insurance companies. The SJT was not part of a selection
battery, as in the current project, but part of post-selection training. This SJT
training was conducted within the first eight months of employment with most, 90
percent, of new agents completing the SJT within their three months on the job.
The dependent variable was continued activity with the company after one year
(Dalessio, 1994).
Dalessio (1994) reported predictive findings consistent with those of
realistic job previews (.09) and job enrichment (.17) on turnover (McEvoy &
Cascio, 1985). Dalessio (1994) contended that his study likely underestimated the
relationship between the SJT and retention, citing both statistical issues related to
calculating dichotomous criterion (Hunter & Schmidt, 1990) and a retention rate of
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the population of 67 percent, 10% higher than the industry average.
Dalessio (1994) suggested that his research results support the use of SJT in
selection decisions, as opposed to post-selection training. He argued SJTs may be a
proxy for realistic job previews, but additional research is necessary. He also
recognized that the timing of the SJT test delivery in his study, at least three
months after selection, potentially contaminates the subjects with training and some
level of experience, which may have reduced his predictive analysis.
An aspect of Dalessio’s (1994) study, shared with this study industry, is the
high cost of turnover experienced by insurance agencies in early 1990’s and
policing today. In both, identifying behavioral patterns predictive of turnover, even
small ones, can be helpful in better retention and significant cost savings (Dalessio,
1994).
Previous police SJT and related studies. While research related to
predictive nature of SJTs is lacking, research on SJTs and other measures in the
police context exist in the literature. A review of these studies helps inform the
current study and offers some comparison for context and potential performance
constructs.
Swedish police and cognition, personality, and fitness. Annell, Lindfors,
and Sverke (2015) studied 750 Swedish police recruits and explored the
relationship between selection methods of cognitive ability tests, personality
inventories, and fitness tests and how they may relate to job performance,
56

satisfaction, retention, and health. This longitudinal study examined the measures at
three points in time: first, at the end of the police academy, then after six months of
field training, and finally after the first year of employment.
Annell et al.’s (2015) findings included that verbally loaded cognitive tests
predicted academic and work performance while general cognition scores
negatively predicted only satisfaction over the three periods in the longitudinal
study. Personality was predictive except for job performance, which is a common
criticism of using personality measures in selection processes. This study informs
the Annell et al.’s (2015) precious finding related to verbally-loaded cognitive
ability tests have prediction ability for performance. Cognitive ability is an
indirectly measured sub-score in the SJT section battery for this study’s population.
Netherland police multimedia SJT. Lievens, De Corte, and Westerveld
(2015) explored 208 police applicants in the Netherlands where multimedia SJTs
were deployed. Behaviorally constructed responses, where candidates act out their
responses as opposed to writing them down, were found to be better predictors of
performance after one year, but the authors did note a small effect size. Lievins and
colleagues (2015) viewed this type of test as a hybrid between assessment centers
and SJTs but do note the time and cost being high as well as potential issues with
interrater reliability.
SJT versus assessment centers. Lievens and De Soete (2012) further argued
that SJTs are more practical and affordable to agencies than high-fidelity, time,
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resource dependent, and expensive simulations such as assessment centers. Barrett
et al.’s. (2010) review of police selection points to increasing use of video-based
SJTs as alternatives to the cost, in money and time, to assessment centers.
Advantages of SJTs over assessment centers is more than cost, as research
demonstrates similar validity coefficients to performance (Lievens, Buyse, &
Sacket, 2005; Ployhart & Holtz, 2008) and productivity (Baker & Gebhardt, 2012).
Singapore civil service SJT. Chan and Schmitt (2009) examined situational
judgment tests’ ability to predict job performance of 160 Singapore civil service
employees. This study examined overall job performance along with subdomains of
technical proficiency, job dedication, and intrapersonal facilitation. Their research
was consistent with a body of growing research that suggests situational judgment
tests have higher validity over the combined validity of cognition, personality, and
experience as previously discussed in this chapter.
SJT format: video-based vs. written scenarios. SJTs originally were
developed in paper and pencil formats but adapted in recent years to video and
multimedia formats (Brown, Jones, Serfass, & Sherman, 2016; Dalessio, 1994;
Funke & Schuler, 1998; Lievens & Sackett, 2006; Weekley & Jones, 1997).
Lievens and Sackett (2006) specifically studied the impact of transition from videobased SJTs to paper and pencil tests. This situation was possible due to a transition
from video-based to written scenarios at a Belgian medical school related to
admissions. The demographics of the populations (over 1,100 subjects in each
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group) were similar and the results were examined. The video-based SJTs were
better predictors for intrapersonal oriented criteria than the written scenario-based
paper and pencil, which was more closely correlated to cognitive ability. This is an
interesting finding given cognitive ability tests have more issues related to adverse
impact, supporting the video-based mode.
Cucina, Su, Busciglio, Thomas, and Peyton (2015) looked at video-based
testing and found a predictive nexus to training outcomes and job performance.
They concluded that video-based testing also assisted in rater reliability. They
suggested the use of video-based testing where applied social and interpersonal
skills are job-related. Law enforcement is certainly one such area.
Brown et al. (2016) added clarity to reasons why video-based SJTs may be
better than written scenarios. They discussed that scenario situations align more
with real life situations, which they denote help frame the situation which then
offers better prediction in determining actual human behavior. These sets of cues,
characteristics, and classes of situations and events associated with life provoke
psychologically based behavioral responses. Brown et al. (2016) did discuss and
acknowledge that clearly articulating and operationalizing the situations from an
academic construct perspective is a dilemma but also did suggest that SJTs offer
rich and face valid workplace related situations to assess how someone may behave
at work.
Naemi, Martin-Raugh, and Kelly (2016) further expanded on video-based
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and virtual SJTs as adding richness over written situations in predicting behaviors
such as interpersonal skills. They point to media richness theory that posits the
expression of multiple cues and multiple methods improves message delivery. In
the case of video-based SJTs these include nonverbal cues to include subtle
behavioral nuances, such as body language. Naemi et al. (2016) also asserted that
these aspects act as a measure of general domain knowledge.
SJT criterion (job performance) validity. McDaniel, Hartman, Whetzel,
and Grubb III (2007) used a meta-analysis (sample of over 19,000 tests with nearly
30,000 criterion validity sources) and collected data from not only researchers, but
also intentionally included data from consultants that routinely use SJTs in their
work. One of their key findings was the incremental validity of SJTs over cognitive
ability tests, the Big Five personality traits, and a composite of both. This metaanalysis is consistent with a large body of research suggesting that SJTs have better
predictive ability than cognition and personality tests. The meta-analysis adds
strength to the argument by looking at such a large and diverse sample.
Calvasina and Calvasina (2016) point out that the U.S. law pertaining to
employment does not prohibit any kind of test, provided that it is a valid and
reliable predictor of appropriate job-related performance. McDaniel et al.’s (2007)
meta-analysis does offer convincing evidence, compared to cognition and
personality, that SJTs are reasonably predicting appropriate job performance.
SJT construct validity debate. SJTs research provides arguable evidence
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of criterion-related validity (Campion, Ployhart & MacKensie Jr., 2014; Christian,
Edwards, & Bradley, 2010; McDaniel, et al., 2001) as they relate to the criteria of
work performance, but the constructs as to why are still elusive. While the use of
SJTs is widely accepted and has demonstrable validity advantages over cognitive
and personality measures, there still lacks a depth of operationalization and
theoretical explanations for the exact constructs being measured by the SJTs
(Motowidlo, Dunnette, & Carter, 1990). The discussion and debate of exactly what
SJTs tap into is garnering attention.
Meta-analytic support for SJT nexus with constructs of leadership,
interpersonal, and team skills. Christian, Edwards, and Bradley (2010) conducted
a meta-analytic review of SJTs to possibly address the lacking literature on
construct measures associated with SJTs in a quest to establish theory-driven
frameworks. Their research resulted in support for SJTs assessing leadership skills,
interpersonal skills, and where applied, teamwork skills. Their findings included
that matching predictors to criterion constructs improves criterion validity. They
also suggested that video-based SJTs possess stronger criterion validity than
written scenarios.
Police SJT and integrity construct. A SJT designed to tap police integrity
was conducted by de Meijer, Born, van Zielst, and van der Molen (2010) where
they examined a multi-ethnic section of Dutch police. They found that when SJTs
were used to measure one construct, in this case integrity, it had construct validity
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across several ethnic populations. Husbands, Rodgers, Dowell, and Patterson
(2015) also found psychometric robustness for integrity SJTs among medical
student applicants.
Current theory and validity efforts. Lievens and Motowidlo (2016) are
sparking debate and academic engagement toward clarifying constructs and theory
development of SJTs. Their goal is to better inform why SJTs work and what they
measure. This effort cumulated in a dedicated issue of Industrial and
Organizational Psychology in March 2016. Lievens and Motowidlo (2016) offered
a general domain knowledge model as the special edition focal paper. Twelve
additional papers from SJT researchers were included offering a variety of validity
and construction critiques.
General domain model. Lievens and Motowidlo (2016) offer a model
proposing SJTs as a measure of general domain knowledge not contingent on
context. They define general domain knowledge as, “knowledge about the utility or
importance of traits such as these for effectiveness in a job that actually requires
expressions of these traits for effective performance” (p. 4).
Lievens and Motowidlo (2016) contend that SJTs tap a variety of jobrelevant content domains, as depicted in Figure 1, of which many pertain to
interpersonal relations. This notion is supported by previous research by Lievens,
Buyse, and Sackett published in 2006 that examined over 7000 Belgian medical
school applicants. This high stakes testing situation found that SJTs were better
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predictors of grade point average than cognition in curricula related aspects of
medical school performance related specifically to interpersonal behaviors.

Figure 1. Lievens and Motowidlo determinants and antecedents of SJTs.
Adapted from “Situational judgement tests: From measures of situational
judgement to measures of general domain knowledge” by F. Lievens and S.J.
Motowidlo, 2016, Industrial and Organizational Psychology, 9. P. 4. Copyright
2015 by Society of Industrial and Organizational Psychology.
The general domain knowledge (Lievens & Motowidlo, 2016) argument has
some support from meta-analysis. Clevenger, Pereira, Wiechmann, Schmitt, and
Veronica (2001) examined federal investigative officers, customer service
personnel, and manufacturing engineers and found low correlations and no
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statistical significance between SJT scores and previous job experience.
Interestingly however, the various SJTs among the three populations studied by
Clevenger et al. (2001) did produce mixed results as related to tapping into
cognitive ability. This suggests that SJTs have some variance of validity depending
on type of industry or job domain.
Dissenting views to general domain knowledge. The general domain
knowledge theory (Figure 1), as proposed by Lievens and Motowidlo’s (2016) has
critics. Fan, Stuhlman, Chen, and Weng (2016) argue that while they agree with the
general domain notions supported by Lievens and Motowidlo, they believe the
context is critical to providing important nuances necessary to SJTs. Harris, Siedor,
Fan, Listyg, and Carter (2016) support Lievens and Motowidlo’s (2016) general
domain knowledge approach toward a quest for more generalizable and noncontext specific SJT validity. They do, however, argue that the general domain
knowledge and situational context are both critical toward meaningful SJTs.
Crook (2016) argues that discounting context and displaying SJT situations
in a general, non-specific, context can have unintended consequences, such as
reduced face validity and thus lower applicant perceptions of fairness. Crook
(2016) contends that SJTs could lose utility on section contexts. Harvey (2016)
adds to the concerns for unintended consequences in off-the-shelf generic SJTs, as
suggested by Lievens and Motowidlo (2016). Harvey (2016) contends that scoring
SJTs requires context for raters. For instance, interpersonal communication would
64

rate much differently for a customer service candidate versus a police candidate.
Whetzel and Reeder (2016) add to the academic dissent about a general,
context neutral, approach to SJTs. They point to literature that explores failure of
success of SJTs to predict performance. In cases where SJTs fail at predicting
performance, Whetzel and Reeder (2016) point to issues in test construction and
interpretation. Interpretation issues can emerge at any level of SJT development,
deployment, or interpretation. For example, subject matter experts developing item
response options, test takers, and rater perspectives can vary due to context specific
aspects of a particular job. Context lessens the possible impact of ambiguity to the
situation and thus the behavioral construct being explored.
Practical intelligence and context specific constructs. Chan and Schmitt
(2009) offer a slightly different operationalization of SJTs and contend that SJTs
are multidimensional tests of individual differences. In this context the testing
scenario is designed to predict performance from a work context, rather than
traditional cognitive and personality tests, that may signal work-related knowledge,
skills, abilities, and other attributes (KSAOs). The results include support for SJTs
tapping into practical intelligence as well as adaptive performance related to job
situations. Additionally, Chan and Schmitt’s (2009) study suggests SJTs measure
individual differences not associated with previous experience and that are distinct
from cognitive and personality tests, consistent with Clevenger et al. (2001).
Contextual framing viewpoint. Brown et al. (2016) challenge SJT theorists
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to examine the role of situation in SJTs. McDaniel, List, and Kepes (2016) address
this notion with their SJT construct validity theory. McDaniel et al. (2016) discuss
that the situational scenarios may be viewed as simply a better way to frame
questions in a manner that reduces ambiguity for test takers and in item responses.
Melchers and Kleinmann (2016) point to the situational judgement part of SJT
arguing that a general domain approach all but eliminated the situation from
valuable contextual framing.
McDaniel et al. (2016) assert that SJTs may allow for both reflection of jobrelated knowledge and general knowledge domains. They discuss the challenge of
attempting to identify specific traits associated with an item response on a SJT item
when the item may be tapping into many traits at once (McDaniel et al., 2016).
Chen, Fan, Zheng, and Hack (2016) echo Brown et al. (2016) and McDaniel et al.
(2016) in calling for more focus on specifications of the situation to build context.
Tacit knowledge argument. Torres and Beier (2016) also make a case that
SJTs may also tap tacit knowledge. Tacit knowledge is defined by Sternberg and
Wagner in 1993 as “practical know-how one needs for success on the job” (as cited
in Torres and Beir, 2016). While it is hard to argue the importance of tacit
knowledge in any work situation, it is challenging as a clear and defined construct.
As the construct debate continues it is clear that operationalizing various
theories related to why and what SJTs measure is critical (Borneman, 2016, Chen at
al., 2016; Crook, 2016; Lievens & Motowidlo, 2016; Torres & Beier, 2016).
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Various theoretic views, such as general domain knowledge critical (Lievens &
Motowidlo, 2016), practical intelligence (Chan & Schmitt, 2009), contextual
framing (McDaniel et al., 2016), and tacit knowledge (Torres & Beir, 2016) are
attempting to tap into similar behavioral aspects related to performance that are
currently challenging to precisely define and operationalize.
Lievens (2017) supports the agenda among SJT researchers to explore
constructs related to prediction. While criterion validity, such as overall
performance, is established (i.e. Calvasina & Calvasina, 2016; Campion et al.,
2014; Christian, et al., 2010; McDaniel, et al., 2001; McDaniel et al., 2007) the real
potential advancement is to establish a body of research robust enough to serve as
basis for meta-analytic studies of the long sought constructs associated with SJTs
(Lievens & Motowidlo, 2016; Schmidt, Oh, & Schaffer, 2016).
Impact to assumptions and boundary conditions for this research. This
research did not examine construct or criterion validly of SJTs. The key
assumption, for this proposal, was that SJTs are reliable and valid selections for the
population of the study. It is also an assumption that the existing literature
supporting the prediction of performance by SJTs was relevant to the population.
Boundary conditions related to SJTs include the domain of law enforcement,
specifics of the SJT and sub-scales associated with the test are generalizable to the
industry, as used by the Florida mid-sized police organization.
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Faking
The history of employment testing has evolved, due in large part to the
advances in scientific observation adding degrees of precision between true test
scores related to actual work performance (Schmidt & Hunter, 1998; Schmidt, Oh,
& Shaffer, 2016). Schmidt, Oh, and Shaffer (2016) reviewed the last 100 years of
selection research and reported significant advances over the past 20 years. One of
the reported advancements is related to statistical procedures correcting for range
restrictions (Hunter, Schmidt, & Le, 2006). Another important finding by the
Schmidt et al., (2016) review was the assertion that historic validity measurers and
analytical techniques underestimated the effects of cognitive ability related
constructs. This is important to all aspects of selection literature given the
recognition of cognitive ability and performance (Schmidt & Hunter, 1998;
Schmidt, et al., 2016). In the context of faking, cognition is important in areas of
potential faking countermeasures in item response development where higher
cognitive load items with low transparency are conceptualized to mitigate faking
opportunity (McDaniel & Nguyen, 2001).
It is psychometrically difficult to measure latent constructs, such as
cognition, personality, integrity, or conscientiousness, without recognizing and
accepting some level of unsystematic variance (Kiefer & Benit, 2016; Miller, 2015;
Schmidt, Oh, & Shaffer, 2016). Research confounds not related to measurement
error, such as testing fatigue or boredom, can be statistically controlled (e.g.
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McFarland & Ryan, 2000; Miller, 2015; Schmidt et al., 2016). However, potential
serious threats to the validity and reliability of any instrument come from test takers
intentionally faking responses (e.g. Converse, Peterson, & Griffith, 2009; Griffith
& Peterson, 2011; McFarland & Ryan, 2000; Rosse, Stecher, Miller, & Levin,
1998). McFarland and Ryan (2000) define faking as a conscious distortion of
applicant responses on employment tests to score favorably and increase their
chance of selection.
To what extent do applicant’s fake? This is a very legitimate concern
(Converse et al., 2009; Ones, Viswesvaran, & Korbin, 1995) with some researchers
contending test takers fake with the potential to impact selection (e.g. Birkeland,
Manson, Kisamore, Brannick, & Smith, 2006; Donovan, 1999; Hough, Eaton,
Dunnette, Kamp, & McCloy 1990). Research on faking during selection has
focused heavily on non-cognitive self-report measures, such as personality tests,
biodata inventories, and integrity tests (Alliger & Dwight, 2000; Dalen, Stanton, &
Roberts, 2001; Graham, McDaniel, Douglas, & Snell, 2002; Martin, Bowen, &
Hunt, 2002; McFarland, & Ryan, 2000; McFarland, Ryan, & Aleksander, 2002;
Ones & Viswesvaran, 1998). Another potential confound in the exploration for a
generalizable understanding in faking research recently gaining attention is faking
related to culture. Fell and König (2016) explored faking across 43 counties to
examine cross-cultural effects on faking. Their results suggest that faking is related
to culture in constructs including uncertainty avoidance, collectivism, and
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assertiveness (Fell & König, 2016). This suggests that not all candidates have a
propensity to fake at the same rates, which is one of many variables in seeking
solutions, such as countermeasures, to faking in test design.
Instruments using self-ratings are opportunities for deliberate distortions
(Birkeland et al., 2006; Hough et al, 1990; Griffith, Chmielowshi, & Yoshita,
2007). In studies where subjects are instructed to fake good (e.g. Viswesvaran &
Ones, 1999) they can successfully do so. Meta-analytic findings by Ones,
Viswesvaran, and Korbin (1995) suggest that as much as one-half standard
deviation in scoring can be manipulated by faking. This is enough to impact who
may be selected. What remains unknown is the to extent that actual applicants, as
opposed to lab-controlled subjects, actually engage in faking and what, if any,
impacts results in distortions to validity that could actually impact selection
decisions (Ones et al., 1995; Rosse et al., 1998; Ziegler, MacCann, & Roberts,
2011). There is a growing body of literature that estimates at least, and upwards, of
30 percent of actual job applicants fake (e.g. Converse et al., 2009; Griffith et al.,
2007).
SJT faking. While faking research for personality, biodata, and integrity
tests have extensive review, the research on SJT faking is limited (Peeters &
Livens, 2005). There have been studies focused on intentional distortion on SJT
faking (Juraska & Drasgow, 2001; Lievens & Peeters, 2008; Schmidt & Wolf,
2003) with mixed results. The critical concern for potential faking on SJTs is the
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potential impact on criterion validity that may impact actual selection (e.g.
Birkeland et al., 2006; Donovan, 1999; Hough et al., 1990; Ones & Viswesvaran,
1998). Lab studies (e.g. Hooper, Jackson, & Motowidlo, 2004; Nguyen, McDaniel,
& Biderman, 2002; Peeters & Lievens, 2005) and applied studies (e.g. Reynolds,
Winter, & Scott, 1999; Schmitt & Wolf, 2003; Weekly, Ployhart, & Harold, 2003)
examine faking and SJT scores providing mixed results about the potential impact,
if any, from faking in SJT scores.
Peeters and Lieven’s (2005) research findings suggest that SJTs are
susceptible to faking. Their subjects were college students (N=293) who were
separated into honest and intentionally fake groups. They used a SJT based on
situations around various student actives, such as studying, social responsibility,
and integrity, and reported significance between faking and SJT results (Peeters &
Lievens, 2005). Studies, such as Peeters and Lievens (2005) that manipulate actual
faking versus coached honest responses are helpful to inform research and literature
but may not be generalizable to applied settings with actual applicants, especially in
high stakes settings (e.g. Bing, Kluemper, Davison, Taylor, & Novicevic, 2011;
Ellingson, Sackett, & Connelly, 2007; McDaniel & Nguyen, 2001; McFarland &
Ryan, 2000).
Faking countermeasures. Researchers have recognized faking as a threat
to validity, especially in high stakes testing, and require efforts to reduce faking’s
impact (e.g. Bing et al., 2011; Ellingson et al., 2007; McDaniel & Nguyen, 2001;
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McDaniel & Nguyen, 2001; Peeters & Lievens, 2005). Literature related to
countermeasure includes behavioral uniform response options that present
behavioral item responses on a continuum varying slightly between response
selections (Ployhart & Ryan, 2000; Weekley, Ployhart, & Holtz, 2006); response
time variations in faked responses (Holden, Kroner, Fekken, & Popham, 1992);
item responses design utilizing higher cognitively loaded items with low
transparency (McDaniel & Nguyen, 2001); and false consensus SJT item
construction (Oostrom, Köbis, Ronay, & Cremers, 2017).
Of particular potential relevance to this study are response instructions.
Ployhart and Ehrhart (2003) demonstrated SJT construct validity can be impacted
by the type of instructions. There are essentially two common methods deployed in
SJTs (Oostrom et al. (2107). The first are the behavioral tendency “would do”
instructions and the second is the knowledge-based “should do” schema (McDaniel
& Nguyen, 2001).
McDaniel, Hartman, Whetzel and Grubb (2007) argue that faking can be
controlled, to some degree, with careful response instruction design. In the
McDaniel et al. (2007) study, response instructions were classified into the
groupings of knowledge-based and behavioral tendency formats. Their study
utilized response design compared knowledge-based formats, “what is the best
response” versus behavioral tendency, such as “what would you do?” McDaniel et
al.’s (2007) findings support use of the knowledge-based design which has been
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supported by other studies (e.g. Lievens, Sackett, & Buyse, 2009; McDaniel &
Nguyen, 2001; Nguyen, Biderman, & McDaniel, 2005).
Recent research by Oostrom et al. (2017) also explores alternative SJT item
response instructions to explore the potential of faking prevention. Oostrom et al.
(2017) used new instructions based on the false consensus (FC) effect (Ross,
Green, & House, 1977) that incorporates response items related to what “other”
people should do as opposed to what would “you” do in situational work-related
dilemmas. Oostrom et al.’s (2107) experiment adds support to McDaniel et al.’s
(2007) assertion that “should-do” instructions tap knowledge opposed to the
“would do” instructions tapping of attitudes and personality.
The “would do” responses relate to work by Ones and Viswesvaran (1998)
exploring social desirability. They contend that social desirability faking is not a
danger to criterion related prediction in personnel selection. Ones and Viswesvaran
(1998) contend that, for selection, the candidate knows the “right” or “acceptable”
social or behavioral response regardless if the candidate would actually behave in
the performance environment or not. An assumption of the Oostrom et al. (2107)
FC SJT is this style of item response explores if a candidate knows the appropriate
course of action in the work dilemma. Oostrom et al. (2107) contend that their FC
SJT response model may be particularly useful when exploring constructs
susceptible for socially acceptable faking, such as integrity or dark-side traits
(Alliger & Dwight, 2000; Becker, 1998) by making the item more complex in what
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an “other” should do as opposed to oneself. According to Alliger and Dwight
(2000) and Becker (1998) the FC approach offers an alternative to SJT instruction
especially in testing situations where candidates perceive an advantage in
responding with socially desirable responses.
Impact to assumptions and boundary conditions for this research. The
study agency utilizes a video-based SJT where items are based on police situations
and a behavioral “would do” response schema from an industry vendor. While
“should do” responses may be better responses for knowledge-based exams
(McDaniel et al., 2007) in reducing the likelihood of faking, the reality is the police
organizations must use “should do” items due to the combination of applicants with
and without any police training or experience. Deploying a knowledge-based item
response would significantly disadvantage applicants who have yet to attend the
police academy let alone have any policing experience.
The assumption for this research, related to the prevalence of faking, was
that any faking falls within the concept of the social desirability type of potential
candidate manipulation. It was further assumed that faking resulted in more
positive scores indicating that the candidate recognizes the correct “would do”
response in the scenarios regardless if their actual behavior and performance would
conform, in keeping with assumptions of Ones and Viswesvaran (1998) and
Oostrom et al. (2107).
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Police Field Training and Evaluation Programs (FTEP).
The evolution of psychological services for policing, including assessment,
can be traced to psychology’s expansion beyond its original origins, in order to
help inform selection decisions, including intelligence officers and spies, during
World War II (Janik, 1994; Weiss & Inwald, 2018). Social unrest in the 1960’s
sparked events where police response and reaction were critically scrutinized by the
media, government, and the courts (Weiss & Inwald, 2018). Two federal reports in
1967 initiated psychology’s role in police selection (Janik, 1994). The first, the
Presidential commission on Law Enforcement and the Administration of Justice,
recognized the need for agencies to screen for emotional stability. Second, The
National Advisory Council on Criminal Justice Standards and Goals recommended
that all police agencies utilize psychological testing professionals to disqualify
police candidates detrimental to policing by 1975 (Janik, 1994; Weiss & Inwald,
2018; White, 2008; Walker & Katz, 2002).
The profession accepted these recommendations with skepticism but there
were some successes, such as the adoption of in-house police psychologists in
places such as King County (WA) Sheriff’s Office and the Los Angeles Police
Department (Walker & Katz, 2002; Weiss & Inwald, 2018). To aid the adoption of
professional psychological interventions, the U.S. Department of Justice founded a
new initiative in the Law Enforcement Assistance Administration (LEAA) in 1968.
The LEAA was instrumental to funded programs in police psychological testing
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and grants exploring predictive police behavior to inform psychological constructs
related to policing (Walker & Katz, 2002; Weiss & Inwald, 2018).
History of police field training and evaluation programs. There were no
standards for police training after candidates met their state’s basic training
requirements prior to the 1970’s (Walker, 2005). Recent academy graduates, or
newly hired officers, in states with no formal basic training, faced sink or swim
situations. Common practices were basic skills training, skill proficiency checklists,
and performance review, whether formal or informal, with simple outcomes of
either termination or continued employment (Fischer, 2015; Walker & Katz, 2002).
Prior to 1971 there was no formal field training for new police officers, until
The San Jose model was developed by San Jose police lieutenant, Robert Allen,
after officer involved incidents highlighted the need for new officer training.
(Walker & Katz, 2002). The San Jose police chief had recently hired a director of
psychological services, Dr. Michael Roberts, to assist in the formal development of
the police selection and assessment programs (Weiss & Inwald, 2018). Dr. Roberts
and a team of officers, some with advanced degrees, worked in the early years to
identify specific behavioral traits necessary for success in policing. The San Jose
Police Department initiative resulted in a set of 31 behavioral traits that lead to the
daily observation reports (DORs) still in use today (Walker, 2005), as well as the
first standardized field training program. The San Jose Model was recognized in
1973 by the International Association of Chiefs of Police (IACP) with the
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California state legislature adopting the San Jose Model as the standard for state
police field training (Fischer, 2015; Walker, 2005).
The field training and evaluation programs (FTEP) are where new officers
attain on-the-job training with a field training officer (FTO). Haberfield (2002)
discusses the FTEP experience as resembling an apprenticeship period. Practitioner
and academic support for the theory, practice, and necessity of this critical training
process is widespread (FDLE, 2011; Fischer, 2015; Lord, 1998; Sanders, 2003;
Tyler & Makenzie, 2014; Walker, 2005; Walker & Kat, 2002; Wright, Dai, &
Greenbeck, 2011).
Today’s FTEP. Today, The San Jose model of police training is most
popular in the U.S. (Caro, 2011; Chappell, 2007; COPS Office, 2001; Fischer,
2015; Kaminski, 2002; Scott, 2000; Scott, 2010; Walker, 2005; Walker & Katz,
2002). The standard Jan Jose model is a 14-16 week (MPCTC, 2017) training
program (Fischer, 2015; Walker & Katz, 2002) that includes daily training,
observation, and evaluation through the use of the daily observation report (DOR).
Field training officers (FTOs) are officers with the collateral duty to supervise
trainees, as well as having the unspoken role as key transmitters of the values of the
organization (Chappell, 2007; Goldstein, 1987; Haberfield, 2002; Sander, 2003;
Walker & Katz, 2002; White, 2008). FTOs are trained to facilitate training and to
complete the DOR which contain both rating and narrative scales (Haberfield,
2002; Hoover, 2002)
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The Maryland Police and Correctional Training Commission’s (MPCTC)
2017 field training guide and the Florida Department of Law Enforcement’s
(FDLE) 2011 field training officer lesson plan augment the academic literature to
inform this review. The rating scales vary somewhat, as the San Jose model is
designed for customization (FDLE, 2011; Haberfield, 2002; MPCTC, 2017) Most
DOR’s are behaviorally anchored scales (Landy et al., 1976) that allow field
training officers (FTOs) to rate critical police performance (Coutts & Schneider,
2004) using a 7-point Likert-style scale ranging from unacceptable (1) to superior
(7) in an effort to improve FTO ratings across trainers and trainees. (San Jose,
2018; Walker, 2005). Some San Jose modelled programs anchor the 7-point Likert
scale from “4” being the standard of a solo level officer (Caro, 2011; FDLE, 2011;
MPCTC, 2017).
The length and structure of the San Jose FTEP model is broken down into
three four-week phases (1-3) concluding with a two-week checkoff phase (FDLE,
2011; Haberfield, 2002; MPCTC, 2017). FTOs rate performance on the KSAOs in
the DOR in both scale and narrative formats (Chappell, 2007) and make a final
recommendation if the trainee should advance to the next phase of training. New
officers are expected to handle 10 percent of the overall police work in phase one,
fifty percent in phase two, and 90 percent in phase three. New officers are
supervised by a different FTO in each of the first three phases. This rotation is
intended to offer trainees different insights and various styles of policing (Cox,
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1996; Tyler & Makenzie, 2014; Walker, 2005). The final two-week checkoff phase
returns the trainee with their phase one FTO. This provides the phase 1/check-off
FTO the perspective of skill evolution from phase one, where the trainee was
accountable for only 10 percent of the field work, to checkoff where the trainee is
expected to work at a “solo level” handling 100 percent of the duties (FDLE,
2011). FTOs in checkoff will often wear civilian clothes, as opposed to a police
uniform, during this final phase and only observe and report unless a call requires
the FTO to assist or intervene (McCampbell, 1986).
When performance is not in keeping with the expected levels at each phase,
the FTO can opt to do individualized feedback and training to remedy the
deficiency (FDLE, 2011; MPCTC, 2017). If a trainee is not responding to training
(NRT) then training is paused, usually up to two weeks, for more formal efforts in a
remedial training effort (FDLE, 2011; MPCTC, 2017). Trainees positively
responding to remedial training with improved and acceptable performance return
to field training. Those who are unable to correct performance deficiencies are
unusually terminated, based in failure to complete probation, once they have
exhausted the typical two-week remedial training policy (FDLE, 2011; MPCTC,
2017).
San Jose alternative models. Public sector selection, hiring, and training
processes lag well behind their private sector counterparts (Jordan, Lindsay, &
Schraeder, 2012). Burkhart (1980) discussed the need, at that time, for research and
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evolution of police job performance criteria. More contemporary literature echoes
this need (Caro, 2011; Walker, 2005; Fischer, 2015; Walker, 2005). These
sentiments have led to alternative, or derivative, models to the San Jose FTEP.
While the study agency utilizes the San Jose model, it is relevant to briefly discuss
the alternatives. These include the Reno model, the Mesa model, and the Houston
model of field training (MPCTC, 2017).
The most promoted alternative to the San Jose FTEP model today is the
Reno model. In the late 1990’s the U.S. Department of Justice was focused on
promoting the paradigm shift in U.S. policing from proactive policing to
community-oriented policing (e.g. Walker, 2015; Warner, 2010) Through their
COPS office, grant funding was provided to the Reno (NV) Police Department to
develop a new field training program as an alternative model utilizing problembased learning (PBL) (MPCTC, 2017; Walker, 2005; Warner, 2010). PBL is a
learning focused based method of instruction originating in medical schools
(Walker, 2005). It is described as a learning model where students confront
contextualized and ill-structured problems with a goal to arrive at meaningful
solutions (Rhem, 1998).
Transition issues from the basic police academy to field training. Positive
effects of quality basic academy training can wane once officers are exposed to the
realities of field work (Harr, 2001; Mastrofski & Ritti, 1995). Harr (2001)
researched new officers over four periods extending past one year with findings
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that suggest the first-year shapes officer attitudes. Chappell (2007) argues FTEP is
critical for shaping new officer attitudes. Myers (2004) considers the FTEP period
the most profound learning experience for new officers. Adding that not only are
the critical skills are transferred from the academics of the police academy, but that
the new officer is exposed to the organizational culture which is critical in order to
understand how each agency does things (Myers, 2004).
Caro (2011) examined police academy performance compared to field
performance, finding that the academy only accounts for more than 10 percent of
the variance in field performance. This finding did not surprise Caro (2011),
pointing to literature that discusses the intent of the basic academy to not only
provide initial basic orientation and training of the job but to also disqualify those
lacking P-J fit (Buerger, 2008; Lough & Von Treuer, 2013; White, 2008) and to
start the orientation into the culture of policing (Walker & Katz, 2002).
Legal issues and failure to train. Agencies must be mindful of their
responsibility to train (Hoover, 2002; McCampbell,1987; Walker, 2005). Failure to
train litigation historically comes from Title 42 U.S.C. 1983 which provides
remedies for violations of civil rights. Failure to train is a legal concept supported
by Monell v. New York City Department of Social Services (1978). Clarity was
added, for both plaintiffs and cities, with the ruling form Canton v. Harris (1989)
where the failure-to-train amounted to deliberate indifference to the rights of an
individual. Plaintiffs seeking to use Title 42 U.S.C. 1983, must demonstrate that the
81

training programs are inadequate for officer’s tasks, that the inadequacy resulted in
the city’s deliberate indifference, and that the inadequacy is closely related or the
cause of the plaintiff’s injury (Johnson v. Cincinnati, 1999).
The courts do not expect perfection in training outcomes. In fact, the
majority of the Section 1983 cases successfully won involved multiple incidents.
Kaminski (2002) explored liability related to police field training programs and
found less than four percent were successful. A review of Texas cases surveying
849 agencies resulted in a report of 576 lawsuits, with only 34 directly related to
improper training (Vaughn, Cooper, & Del Carmen, 2001). Hoover (2002)
contends it is not the model an agency chooses that matters but rather the
implementation and oversight of the training.
Impact to assumptions and boundary conditions for this research. The
assumptions for this research were associated with and were supported from the
section related to field training and evaluation, which includes that the organization
in the study deploys common theoretical and technical frameworks, in the form of
the San Jose FTEP model (FDLE, 2011). All Florida agencies share state
guidelines related to field training that allow for generalization in aspects related to
field training policies and practice. The study agency’s field training program uses
the popular San Jose model (Caro, 2011; Chappell, 2007; COPS Office, 2001;
Fischer, 2015; Kaminski, 2002; Scott, 2000; Scott, 2010; Walker, 2005; Walker &
Katz, 2002).
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Transfer of Training
Salas, Tannenbaum, Kraiger, and Smith-Jentsch (2012) contend
organizations many be wasting resources on training. They key argument is that
the billions of dollars spent on training annually in the U.S. do not equal a return
on investment due, in large part, to training ineffectiveness. Salas et al. (2012)
argue training ineffectiveness is rooted in the gap between science and application.
This gap results in organizations missing out on potentially valuable data-derived
methods in the design, delivery, and implementation of training (Baldwin & Ford,
1988; Blume, Ford, Baldwin, & Huang, 2010; Buerger, 2010; Bradley & Nixon,
2009; Campbell, 1971; Chappell, 2007; Goldstein & Ford, 2002; Grossman BurkeSmalley, 2018; Salas et al., 2012; Sleezer, Russ-Eft, & Gupta, 2015; Walker,
2005; Wexley & Baldwin, 1986).
Baldwin, Ford, and Blume (2017) have reviewed 30 years of research
related to the positive transfer of training. They point out most research has been
geared at exploring transfer resulting in individual performance. Goldstein and
Ford (2002) stress the nexus between the transfer of training into actualized
performance is the paramount goal of any organization’s training function.
However, Burke and Baldwin (1999) suggest that a large part of organizational
training budgets do not lead to positive transfer of knowledge and, therefore, lower
job performance.
Blume et al.’s (2010) metanalysis on transfer of training explored a host of
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predictive factors, concluding that the identification of a “magic bullet” from
research to inform practitioners remains elusive. Research on transfer is extensive
and has produced some significant predictors across studies, such as cognitive
ability, conscientiousness, motivation, and supervisor support, but few prove
consistently strong across job domains and organizations (Grossman & Salas,
2011; Saks, Salas, & Lewis, 2014).
Organizations are becoming more attuned to training outcomes with higher
expectations on the return on investment (Aguinis & Kraiger, 2009; Becker &
Huselid, 2006; Chuang & Liao, 2010) and the focus is expanding from individual
performance to include the impact on overall organizational performance (Arthur,
Bennett, Edens, & Bell, 2003; Birdi, Clegg, Patterson, Robinson, Stride, Wall, &
Wood, 2008; Blume et al., 2010; Taylor, Russ-Eft, & Chan, 2005; Tharenou, Saks,
& Moore, 2007).
Broad overview of transfer of training literature. Transfer of training
can only occur after a learning experience (Baldwin, Ford, & Blume, 2009). In the
case of the study population, new police officers have completed the state
(Florida) basic academy training and passed the state certification exam (FDLE,
2011). New officers, considered trainees, then transition to their organizations
and, after some level of organizational orientation, begin on-the-job-training in the
form of the FTEP.
Facteau, Dobbins, Russell, Ladd, and Kudisch (1995) offer a good
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foundation toward understanding transfer of training with their assertation about
the necessary requirements. According to Facteau et al. (1995) transfer of training
only occurs when trainees first believe they have the capability to learn, followed
with an expectation that the effort expended will impact performance, and lastly,
that the results of the effort in training have valued outcomes. The Facteau et al.
(1995) transfer of training requirements are also consistent with Vroom’s (1965)
expectancy theory that individuals are more likely to engage in activities they
perceive as achievable and the fulfill an individual need (Bretz & Judge, 1994;
Nadler & Lawler, 1977; Van Eerde & Thierry, 1996).
These notions align with Bandura’s (1986) social cognitive theory that
contends self-efficacy is critical for trainees to effectively apply acquired skills,
from training initiatives, to job performance. Bandura (1995) expanded his
discussion to self-efficacy theory that asserts trainees must make a choice to
expend the energy required to overcome task obstacles effectively. Self-efficacy
beliefs are critical in how trainees perceive their ability, motivations, and
behaviors (i.e. Bandura, 1995; Johnsen, Espevik, Saus, Sanden, Olsen, & Hystad,
2017; Stajcovic & Luthans, 1998; Tai, 2006; Williams, 2010).
Baldwin and Ford’s (1988) comprehensive review of research and
literature on transfer of training, at that time, recognized the research themes in the
literature regarding challenges of organizations toward transfer of training into job
performance. Even then, arguments suggested a significant research and
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practitioner disconnect toward scientifically supported initiatives and
interventions. (Campbell, 1971; Hatch & Dyer; 2004; Goldstein & Ford, 2002;
Wexley & Baldwin, 1986).
Baldwin, Ford, and Blume’s 2009 follow-up to the 1988 review included
140 (of about 300) interdisciplinary journal articles on transfer of training. Their
review decisions were more precise being based on intervention-based studies and
sorted by the research design. Their findings recognized advances in research
focus on complex and authentic training contexts going well beyond earlier
research focused on simple motor skills training. They also noticed research was
exploring interventions in training for better transfer. Their third identified trend
was a new research focus on pre and post training influences of transfer. Lastly,
they found an increasing variety of research designs and measurers regarding the
time-intervals of observation toward evaluation of transfer.
Relevant transfer or training literature to study. Literature related to
transfer of training is both broad and deep. Nuances based on type, timing,
complexity, and organizational complexities make generalization challenging.
There exist, however, specific themes in the transfer of training literature that may
specifically inform this research and offer potential fodder for prospective future
research and application based on the results of the research.
On-the-job-training and transfer of training. Saks and Burke-Smalley
(2014) explore transfer of training and firm level (macro) performance. They
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surveyed training practitioners about their methods (on-the-job-training,
classroom, or computer), finding empirical support that on-the-job-training is most
strongly related to organization performance. Salas et al. (2012) adds that informal
training, such as the on-the-job-training in the police population, as in this study,
builds on tacit knowledge. Blume et al.’s (2010) contention that original learning,
such as the basic police academy in this research population case, is rarely enough
to render training effective.
Framing. Quinones (1995) explored potential perceptions of training based
on labels of remedial or advanced training. Their findings suggest that the framing
of training can be important to trainees. Specifically, how training was framed
impacted participant perceptions related to fairness and willingness to learn
(Quinines, 1995). Tai (2006) studied supervisor frame training and found that
framing predicts trainee motivation and self-efficacy. Tai’s (2006) findings also
suggest that subordinate motivation to learn is also positively impacted by
supervisor’s positive framing. Motivation toward training has strong empirical
support, demonstrating positive effects on learning and training transfer (Bhatti &
Kaur, 2010; Colquitt, LePine, & Noe, 2000; Grohmann, Beller, & Kauffeld, 2014;
Huang, Blume, & Ford, 2015; Mathieu, Tannenbaum, & Salas, 1992; Shantz &
Latham, 2012; Warr, Allan, & Birdi, 1999; Weissbein, Huang, Ford, & Schmidt,
2011). The notion that framing and the potential impact of improved trainee
motivation may have a nexus relevant for the policing environment context.
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Specifically, trainee errors in the field are considered critical failures. These
trainee errors result in halting of on-the-job-training in FTEP and are hence
labelled as remedial training with immediately recognizable consequences to
trainees. FTO framing may play part in trainee motivation.
Error response, prevention training, and leader-member-exchange.
Training interventions regarding errors are important considerations in the context
of the research as it is highly relevant to correction or prevention of critical errors
(Baldwin, Ford, & Blume, 2009) common to the job domain of policing, in
general, let alone during high stakes field training. Heimbeck, Frese, Sonnentag, &
Keith (2003) explored potential impacts on transfer of training by allowing
trainees to make errors versus receiving training aimed at preventing errors.
Results suggest that allowing trainees the opportunity to fail, labeled as error,
followed by a training intervention facilitated better transfer. Additionally, a
training program that includes trainee devised error management plans, along with
allowing for the pre-training error, resulted in longer lasting and more impact
outcomes.
Gully, Payne, Koles, and Whiteman (2002) explored error training
effectiveness in decision-making scenarios. Gully et al. (2002) when controlling
for cognitive ability, conscientiousness, and openness to experience found that
error training effectiveness is dependent on both cognitive ability and disposition.
Trainees scoring higher in cognitive ability and openness to experience benefit
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most from post error training. Those higher in conscientiousness did struggle
somewhat, as the encouragement by supervisors to make errors negatively
impacted self-efficacy (Gully et al., 2002).
New police officer training is very dynamic and often relies on real-time
events as they unfold. The quality of the trainee/supervisor relationship cannot be
ignored as it has direct training transfer implications (Bates 2003; Fagan, 2017;
Ng, 2014; Tziner, Haccoun, & Kadish, 1991; Lewin, Eddy, & Tannenbaum, 2003)
and is consistent with leadership and organizational behavior theories of leadermember-exchange (LMX) theory. Various meta-analytic studies have explored
various antecedents (expectations, perceived justice, personality traits, perceived
similarity, and trust) and consequences (such as commitment, performance,
organization citizenship behavior, turnover, satisfaction, and role conflict) of LMX
(Wayne, Shore, & Lien, 1997; Wayne, Shore, Bommer, & Tetrick, 2002;
Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012). Brunetto, Teo, Shackloack,
Farr-Whatton, and Shriberg (2017) explored the relationship of LMX and police
training finding support for the LMX accounting for one-fifth of training outcomes
and one-third of office training satisfaction.
Police trainee supervisors must balance safety and training efficacy based
on the potential consequence of allowing a trainee to make an error. Routine
administrative tasks, such as report writing, radio etiquette, or timeliness of noncritical knowledge recall, allow for errors and mistakes to spark an individualized,
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or group, lesson. On-the-job training performance related to officer safety, arrest,
and other first response life and death situations require the training supervisor to
make immediate judgments and corrections (FDLE, 2011).
This critical training supervisor role involving the timeliness and detail of
feedback and coaching also have support in literature as significant predictors of
training transfer (Burke & Baldwin, 1999; Tannenbaum, Mathieu, Salas, &
Cannon-Bowers, 1991, Smith-Jentsch, Salas, & Brannick, 2001; Xiao, 1996)
Behavioral modeling. An aspect of the on-the-job nature of police FTEP is
the direct and constant opportunity for trainees to observe behaviors modelled by
their supervisor and other officers they work alongside. Taylor, Russ-Eft, and
Chan’s (2005) meta-analysis on behavioral modeling training and the impact on
job behavior suggests that the combination of both positive and negative modeling
best facilitates training transfer. Their finding also supports the idea of allowing
trainees to develop training scenarios, thus capturing problems or situations they
perceive as challenging. Trainee derived scenarios were more impactful when the
training had specific goal settings (Wexley & Baldwin, 1986) for the training
outcome, trainee supervisors participated in training, and there was immediacy
related to rewards or punishments which occurred in work environment (Taylor et
al., 2005). It is therefore wise that police training supervisors and organization
training units recognize the potential value in capitalizing on debriefs from on-thejob-training. Additionally, many police organizations have specific non-field
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training days where scenarios are often used to facilitate training, especially highliability training such as use of force, police-citizen conflict, and active shooter
training.
Baldwin’s (1992) modeling research offers additional research with
potential utility in this research domain. Baldwin (1992) examined negative and
positive modeling in a behavioral-based assertive communication training
program. Findings support modeling, in training scenarios, that combines positive
and negative examples, improved training retention, and better generalization of
the new skill. This notion is consistent with research by Hitt, Bierman, Shimizu,
and Kochhar (2001) who suggests that trainees provided opportunities to problem
solve experience better learning outcomes.
Training timing: Pre and post training interventions. Saks and Belcourt
(2006) investigated the timing of training activities and transfer of training. They
explore training activities that occurred before, during, and after the training and
found support suggesting stronger transfer in the work environment occurring
before or after the training. This has implications for the research environment as
the nature of field training provides both pre and post micro-training around work
specific events.
Post-training interventions have also shown promise (Baldwin, Ford, &
Blume, 2009; Gaudine & Saks, 2004; Gist, Stevens, & Bavetta, 1991; May &
Kahnweiler, 2000; Noe, Sears, & Fullenkamp, 1990; Wexley & Baldwin, 1986).
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Gist et al. (1991) explored goal setting and complex interpersonal skill training.
Goal setting was explored as either traditional goal setting (Locke & Latham,
1990) or goal setting with a self-management intervention plan. The findings
support added value from inclusion of the self-management aspects resulting in
improved skill generalization and long-term performance (Gist et al., 1991).
Walker (2005) discusses the promise of daily activity journaling
incorporated into the Reno field training model. Shantz and Latham (2012) add to
the notion of self-managed interventions in suggesting trainees who writte selfguides, as a prescribed training tool, demonstrate improved trainee reported selfefficacy. Grossman and Burke-Smalley (2018) challenge future researchers to
further investigate the fledgling aspects of such self-management tools as potential
robust strategies toward more effective transfer, especially for complex skill
training.
Police academy to field training transfer. Caro (2011) explored basic
police academy performance and field performance during FTEP for new state
police officers (N=187). His findings suggest that basic academy performance
explains only up to 10 percent of the variance in field performance. Caro (2011)
asserts his findings align with Buerger’s (1998) contention that the police academy
training focuses on the basic policing concepts and skills, with a disconnect to
actually implementing these various skills in applied settings. Cato’s (2011)
finding is also consistent with controversial estimates by Georgenson (1982) that
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10 percent of training is transferred. Georgenson’s (1982) proposition to the limit
to transfer was discussed and advanced by others (i.e. Baldwin & Ford, 1988;
Clark, 2010; Fitzpatrick, 2001).
Farrington (2011) took specific issue with the Georgenson’s 10 percent
citing research has supported transfer of training estimates at various rates
(Anderson, Reder, & Simon, 1996; Bassok & Holyoak, 1989; Singley &
Anderson, 1989), but adds that a generalizable transfer of training estimate, across
all industries and sectors, is unlikely, a notion with additional academic support
(Blume, Ford, Baldwin, & Huang, 2010; Taylor, Russ-Eft, & Taylor, 2009). While
there is ample debate to the topic, Caro’s (2011) study offers support for
Georgenson’s (1982) proposition, at least for Caro’s sample of police officers.
FTEP as a learning transfer system. The applied relevance of transfer of
training is that trainees actualize training efforts into the pro-work behaviors
associated with both individual and work performance. Hatch and Dyer (2004)
discussed that new organizational members are key assets, in any organization,
toward meeting the organizational mission. They assert that it is critical for
organizations to facilitate self-efficacy toward autonomous deployment of the
critical KSAOs to contribute to the organization.
Holton, Bates, and Ruona (2000) explored the training program and
environmental design that impact the transfer of training. Their research suggests
the actual training transfer system must be recognized and exploited to facilitate
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better outcomes. They further articulate a transfer system as factors, including
individuals, training events, and organizational attributes, that influence training
transfer to actual performance. Caro (2011) contends that police organizations
must deliberately concern themselves with creating a supportive environment for
FTEP.
This study capitalized on the Holton et al (2000) framework should results
better identify data of training transfer failures. These data provided diagnostic
information with the potential to inform trainers and the organization where, and
when, potential interventions may positively impact transfer.
Impact to assumptions and boundary conditions for this research. The
assumptions for this research were supported from the transfer of training literature
review are important to inform how selection scores may predict involuntary
turnover. Transfer of training in this context is that nexus as it potentially mediates
the relationship between selection and turnover. Additionally, this part of the
literature suggested that new officers, fresh from the academy, begin field training
with much to learn about applying the skills in the field that were acquired in the
sterile context of the academy (Buerger, 1998; Harr, 2001; Mastrofski & Ritti,
1995). The assumption is the focus of research by Caro (2011) study that only 10
percent of field training variance is explained by police academy performance.
Caro (2011) found theoretical support from these literature (e.g. Baldwin & Ford,
1988; Clark, 2010; Fitzpatrick, 2001; Georgenson, 1982). Another assumption
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informing this research came from research that links cognitive ability to transfer of
training (Grossman & Salas, 2011; Gully, et al., 2002; Maltarich et al., 2010; Saks
et al. 2014; Van Iddekinge et al., 2011).
Turnover Research
Hom, Lee, Shaw, and Hausknecht (2017) reviewed a century of turnover
research and stressed that research with the potential to inform practitioners is
severely limited. A growing body of literature supports the notion of the potential
utility of good turnover data to screen out candidates that can be predicted to have
short tenure (Hutchinson, Villalobos, & Beruvides, 1997; Hom et al., 2017;
Mabon, 1994; Ployhart & Weekley, 2010). Ployhart (2006) ponders the neglected
question of turnover’s relationship with recruiting. Ployhart (2006) also poses
questions related to management failures to deploy research science, wondering if
the results are too convoluted or vague for application in organizations. In the case
of selection and turnover, the answer is simply that the literature is barely existent
(Hom et al., 2017).
Part of the applied research void is discussed by Hom et al. (2017) where
they postulate that turnover research, at the individual level, likely cannot account
for the collective selection processes to help inform collective turnover.
Additionally, most turnover research focuses on prevention of turnover (Hom et al.
2017) as opposed to actual turnover. Prediction of turnover is scarce in the
literature aside from three identified studies (Hom et al., 2017). The first by
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Barrick and Zimmerman (2009) studied selection tests and demonstrated a nexus
with predicting turnover. Their findings suggest that personality traits, as
measured during selection batteries, did have prediction for turnover. The second
study is by Maltarich, Nyberg, and Reilly (2010), whose findings support a
relationship between cognitive ability and turnover. Maltarich et al. (2010) found
that cognitive ability impacts P-O fit in cognitively demanding jobs, thus
mediating turnover. Lastly, Van Iddekinge, Roth, Putka, and Lanivich (2011)
conducted a meta-analysis and found that construct-focused interest scales linked
employee interest and organizational characteristics, and thus produced improved
tenure when interests and organizational characteristics aligned.
History of turnover research. Hom et al.’s (2017)’s review of turnover
research attributes the first published article to Marion A. Bills (1925) where he
explored potential predictive explanations on why clerical staff was leaving. Later,
the 1958 model by March and Simon initially conceptualized movement
desirability and ease as the cornerstone for their turnover model (Hom et al.,
2017). Mobley, Griffeth, Hand, and Meglino (1979) are credited with launching
the content model to inform broad conceptual notions as to why people quit.
Mobley et al.’s (1979) model informed new models and methods for turnover
research significantly (Hom et al. (2017). Mobley’s (1977) process model is based
on the notion that dissatisfaction leads to turnover. The path theorized by Mobley
is sequential, starting with dissatisfaction, leading to thinking about quitting,
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evaluating one’s subjective expected utility (SEU) related to consequences of
quitting, followed by search intentions, alternative job evaluation, comparisons to
present job, intentions to quit, and finally leaving (Mobley et al., 1979; Mom et al.,
2017).
Voluntary and involuntary turnover. Turnover is traditionally categorized
as voluntary or involuntary (Price, 1977). Mobley et al. (1979) discuss voluntary
turnover as employee self-initiated separation from the organization. McElroy,
Morrow, and Rude (2001) consider involuntary turnover as organizationally
avoidable, and a function of poor individual performance or insubordination
resulting in dismissal. Dalton et al. (1982) assessed that attempts at reducing
turnover focus mainly on voluntary turnover, which is considered preventable.
Porter contributions to turnover theory. Lyman Porter is considered a
seminal contributor to turnover research (Hom et al., 2017). Porter and Steers
(1973) extended turnover research by exploring the nexus with Vroom’s (1965)
expectancy theory, thus shaping theory in job satisfaction (Hom et al., 2017).
Lyman was later instrumental in multiple contributions, including the notion of
functional turnover. He asserted that the cost of extra, underperforming, or costly
employees can actually benefit organizations (Dalton, Krackhardt, & Porter,
1981). Porter was a pioneering force in organizational commitment (Porter,
Crampon, & Smith, 1976). Krackenhardt and Porter (1985, 1986) explored social
networks to explore how interconnected networks of employees can impact
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turnover.
Function, dysfunctional, and optimal turnover. The notion that not all
turnover is dysfunctional (Dalton, Tudor, & Krackhardt, 1982) has informed
additional research. Dalton et al. (1982) further operationalize dysfunctional
turnover as occurring when an employee wants to leave the organization, but the
organization would prefer they stay. On the other hand, functional turnover occurs
when the employee wants to leave the organization and the organization does not
mind them leaving (Dalton et al., 1982).
Dalton et al (1982) also added a dichotomy by adding the notion of
functional turnover to dysfunctional turnover. Functional turnover can occur when
a marginally performing or disgruntled employee leaves. This can actually have
positive impacts on the remaining members. Functional turnover can reduce
homogeneity among members (Schaubroeck et al., 1998), which can result in
negative organizational performance in areas such as adaptation to change,
groupthink, and innovation (Astakhova et al., 2015; Schneider et al., 1998).
Abelson and Baysinger (1984) further refine the notion of dysfunctional
turnover. They contend that the term “dysfunctional” implies a condition of
organization malfunction. This may not be the case. Optimal turnover, according
to Abelson and Baysinger (1984), is organization turnover that balances
organizational costs of turnover with the cost associated with reducing it in an
economic construct or return on investment perspective. Thus, a certain level of
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turnover, in terms of economy and performance, has optimum outcome potential.
Employees that voluntarily separate when the organization would prefer to retain
them is still dysfunctional in this optimum turnover model, but it does recognize
organizational realities and value in natural turnover of members. After all,
everyone leaves at some point (Ployhart & Weekely, 2010).
Dalessio (1994) explored insurance agent turnover and asserts that 74% of
agents (N=677) not retained after one year was functional turnover, poor
performers leaving, as opposed to dysfunction turnover, such as high-performing
agents leaving. Dalessio (1994) further contends that any level of reductions of
dysfunctional turnover can save organizational capital in time and financial costs.
The cost aspect related to Abelson and Baysinger’s (1984) model is further
advanced by research such as Williams and Livingstone (1994). They contend that
the cost of turnover, such as separation pay, the cost to recruit replacements, and
training, are not the only costs that organizations must consider. The true cost of
turnover cannot be realistically assessed without exploring the impact of turnover
on performance (Boudreau & Berger, 1985; Cascio, 1982; Williams &
Livingstone, 1994).
Avoidable and unavoidable turnover. Dalton et al. (1981) also presented
another taxonomy of turnover that considered it avoidable or unavoidable.
Abelson researched the avoidable and unavoidable notion in his 1987 research.
Abelson (1987) excluded employees leaving involuntarily and focused on those
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who stay or leave for involuntary reasons. Involuntary reasons may include
conditions of layoff, retirement, severe illness or injury, or death. Findings suggest
employees who stay and those who leave involuntarily are not different. In one
particular study, Barrick and Zimmer (2005) explored avoidable voluntary
turnover. Their findings suggest that attitude and intentions, such as organizational
commitment, predict turnover. Implications to this study are that voluntary
turnover must be further considered beyond simply P-J or P-O fit.
Organizational commitment and turnover. Lyman Porter’s influence is also
visible in the construct development of organizational commitment. Porter,
Crampon, and Smith (1976) contend that organizational commitment explains
more turnover than job satisfaction. Hom et al. (2017) credit Porter and his
colleagues for advancing organizational commitment well beyond its relationship
to turnover. Porter’s influence did not stop with organizational commitment (Hom
et al., 2017).
Methodologic advances and distractions. Advances in the late 1980s and
1990’s in methodological design, such as structural equation modeling, allowed
for more robust and complicated models of turnover related constructs (Hom et al.,
2017). The unintended consequence of the advance, according to Hom et al.
(2007) was a shift away from seeking explanations of turnover toward explaining
covariances among constructs that may lead to turnover. This did not help inform
the field or advance precise research on turnover related constructs (Schmidt &
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Hunter, 1998; Schmidt, Oh, & Shaffer, 2016).
The unfolding model of turnover. The incremental theoretical refinement in
the 1990’s eventually led to discussion and renewed innovative models such as
Lee and Mitchell’s (1994) unfolding model of turnover. This paradigm shift, from
March and Simon’s (1958) model, contends that job dissatisfaction is a paramount
turnover cause, causing employees to seek and perhaps leave for perceived better
job options, and that potential leavers compare potential jobs to their current job
based on Mobley’s (1977) notion of SEUs (subjective expected utility).
Lee and Mitchell (1994) introduced the concept of shock toward their
broader model of turnover. Shocks are external jarring events that push or pull
employees to contemplate leaving, driving alternative paths to more contemporary
turnover models (Burton, Holtom, Sablynski, Mitchell, & Lee, 2010). Lee and
Mitchell’s (1994) unfolding model specifies four distinct paths toward turnover.
Path one involves a shock activity activating a preexisting plan to leave. This
would include the potential of unwanted turnover resulting from an employee’s
decision to stay at home and raise children.
Path two involves negative job shocks that violate the employee’s values or
goals that impact organizational commitment (Lee & Mitchell, 1994). This may
take the form of a supervisor falsely accusing an employee of a prohibited act or
fairness perceptions related to being passed over for a promotion. The third path
involves the shock of unsolicited job offers where employees must weigh the
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potential advantages of the new offer over the existing job regardless of their
current satisfaction or commitment with their current position (Hom et al., 2017;
Lee & Mitchell, 1994). Lastly, path four relates to the conventional models where
dissatisfied employees leave once they secure a better job (Hom & Griffith, 1991;
Hom et al., 2017; Lee & Mitchell, 1994).
Lee and Mitchell’s (1994) unifying theory is the dominant theory
informing research and practice today (Holstrom, Mitchell, Lee, and Eberly, 2008;
Hom, 2011; Hom et al., 2017). Qualitative methods have been used to validate
unifying theory models (Lee, Mitchell, Holtom, McDaniel, & Hill, 1999; Lee,
Mitchell, Wise, & Fireman, 1996). Lee et al. (1996; 1999) have interviewed
leavers to ascertain if any of their four models explained the decision to leave and
found that the majority of leavers’ decisions could be explained with one of the
paths. Later research supports findings consistent with the qualitative
investigations and suggest the shocks drive more turnover than dissatisfaction
(Holstom et al., 2008: Kammeyer-Mueller, Wanberg, Glomb, & Ahlburg, 2005).
While the unfolding model is considered a significant advancement in turnover
research (Hom et al., 2017) it is not without limitations. For example, the theory
rests on the qualitative research, leaving it lacking robust testing with predictive
designs (Hom, 2011).
Unfolding model with job embeddedness and turnover. Current unfolding,
model-based scholarship continues today (Hom et al., 2017). Mitchell and Lee
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(2001) added job embeddedness theory to their model. Their additive model is
based on the notion that embeddedness factors can mitigate the effect of shocks by
exerting a pull force for someone to stay with the organization (Burton et al.,
2010). Mitchell et al.’s (2001) job embeddedness inclusion has, in part, reframed
turnover from why people leave to why they stay. Research has suggested staying
constructs including training opportunities (Hom et al., 2017), kinship (Price &
Mueller, 1986), job sacrifices (Meyers & Allen, 1997), nonwork influences
(Mobley et al., 1979), community embeddedness (Feldman, Ng, & Vogel, 2012),
family embeddedness (Feldman et al., 2012; Mitchell et al., 2001), and
occupational embeddedness (Feldman & Ng, 2007).
Maertz and Campion (2004) added to the notions of the unfolding model
by adding elements related to how and why people leave. They identified four
leaver decision types to explain motivations to leave. They labeled them as the
impulsive quitting due to insufficient attachment, comparison quitting such as
quitting for another job, preplanned quitting from an advance intention of “when”
a trigger occurs, and conditional quitting to quit from an “if” an event happens
(Maertz & Campion, 2004). The Maerta and Campion (2004) decision types do
correspond with turnover paths but they are not identical (Hom et al., 2017).
Cost of Turnover. Barrick and Zimmer (2005) are among scholars that
recognize the immense applied potential in better understanding the dynamic
effects involved in employee turnover. Ployhart (2006) explores staffing issues for
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organizations in the 21st century. He argues that current staffing issues present
more complex issues for organizations, noting that challenges such as increased
knowledge work, work place diversity, and competition for applicants, require
more targeted recruiting and training initiatives.
Organizations must consider the cost of onboarding and training new
employees. The average employee, regardless of industry or sector, has a learning
curve before the new employee fully contributes to the organization. This learning
curve takes even longer in complex roles, such as policing (Ployhart & Weekley,
2010).
Mabon (1994) also explores the costs associated with frequent turnover,
from a tenure perspective, and points to the seemingly obvious organizational
aspect of less turnover leading to fewer costs related to recruiting, selecting, and
training new employees. He urges that tenure and lack of turnover, should be
intentional goals of organizations’ recruiting plans. The basic assumption posited
by Mabon (1994) is simply that less turnover reduces the organizational cost
associated with selecting replacements.
There is growing recognition in the literature that changing employment
conditions related to issues such as labor market conditions, generational
differences, norms related to shorter lengths of employment, and job mobility call
for more deliberate research in understanding and predicting turnover (Chen &
Chang, 2010; Dess & Shaw, 2001; Hom et al., 2017; Kacmar et al., 2006; Mabon,
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1994; Ployhart, 2006; Ployhart & Weekley, 2010). Ployhart’s (2006) exploration
of staffing issues for organizations in the 21st century suggests that staffing issues
present increasingly complex issues for organizations. Ployhart noted, in 2006,
that challenges, such as increased knowledge work, work place diversity, and
competition for applicants, would require more targeted recruiting, training, and
retention initiatives. In the case of policing today, Mabon’s (1994) cost of
replacing employees assertion takes on added importance to police organizations
where applicant pools are ever-shrinking among the host of previously discussed
challenges (Cavanagh, 2003; Haarr, 2001; Koper, Maguire, & Moore, 2001;
Orrick, 2008; Selden et al., 2013; Smith, 2016; Wilson, 2012; Woska, 2016).
Organizational Performance. Organization performance consequences to
turnover have been recognized for decades (e.g. Abelson & Baysinger, 1984; Hom
et al., 2017; Hutchinson et al., 1997; Maltarich, Nyberg, & Reilly, 2010; McElroy,
Morrow, & Role, 2001; Mowday et al., 1982; Price, 1977; Shaw, 2011). Pierce
(2013) states that historically studies focused on individual level effects such as
who stayed, who left, and why good performers leave (Hom et al., 2017).
Maltarich, Nyberg, and Reilly (2010) add that a great deal of literature on turnover
is focused on individual performance but contend that voluntary turnover is
important when looking at firm-level performance.
Meta-analysis by Hancock, Allen, Bosco, McDaniel, & Pierce (2013)
suggests that various turnover effects associated with performance include
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performance efficacies and costs, quality of service, and safety outcomes. Hancock
et al.’s (2013) review also indicated various organizational aspects such as
industry, type of turnover, and organizational size, moderates the effect. A
research review by Hausknecht and Holwerda’s (2013) of organizational turnover
effects suggest the effect depends on who remains as well as those who leave.
More recent meta-analytic studies (e.g. Hancock, 2013; Heavey et al.,
2013; Park & Shaw, 2013) found associations between turnover and organization
performance but, according to Hom et al. (2017), lacked operational definitions
and theoretical frameworks to draw generalizable conclusions. This situation has
limited new theory development related to tenure. Organizational threats to
performance from turnover, beyond the cost of replacement, have been explored in
the literature (Hom et al., 2017).
The literature provides seemingly generalizable studies including work by
Kacmar, Andrews, van Rooy, Steilberg, and Cerrone (2006). The explored
supervisor and employee turnover in a fast-food setting discovered that turnover
resulted in longer customer wait times, thus reducing customer satisfaction and
profit. Call, Nyberg, Ployhart, and Weekley (2015) examined retail performance
finding lower performing stores had higher turnover. Both of these examples seem
to make sense. New employees do not have the skills and experience of those with
more tenure. Teams can be impacted by tenure.
The impact of turnover on team performance can get complicated. For
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example, Shaw, Duffy, Johnson, and Lockhart (2005) examined turnover among
members who are central to workplace communication networks. Their findings
suggest that when a key networking member leaves it disrupts not only
communication but reduces overall organizational performance. Hausknecht et al.
(2009) adds the additional team-level nuances related to turnover and
performance. Hausknecht et al. (2009) explored customer service quality in
smaller work units and found that tenure was related to positive customer service
ratings. Additionally, these units could sustain performance as long as the
proportion of new team members was small.
Impact to assumptions and boundary conditions for this research.
Ployhart (2006) noted that every organization uses some form of selection process
without guarantee of effective, appropriate, or optimal use. He further contended
that unless research gaps are addressed this trend will continue. The nexus
between SJTs and tenure is seemingly unexplored. This research was a modest
attempt to explore this potential nexus between selection and turnover suggested to
exist in the literature (Artur et al., 2006, Barrick & Zimmerman, 2009; Huffcutt,
2011; Whetzel & McDaniel, 2009). Ryan and Ployhart (2013) have suggested
research explore SJTs to P-O fit and turnover. This research attempted to explore
this nexus.
This literature review informed this research by proving the background,
rationale, and operational definitions informing the dependent variable of turnover.
107

For example, a key assumption, discussed fully in chapter three, was that both P-J
and P-O fit (Maltarich et al., 2010) are antecedents to both voluntary and
involuntary turnover.
Hom et al. (2017) suggested strengthened turnover literature when
researchers better capture the context of studies exploring potential antecedents to
turnover. Allen, Hancock, Vardaman, and McKee (2014) argued that research
related to turnover should capture the context and boundary conditions for the
antecedent, in the case selection scores, nexus to turnover. The boundary
conditions related to turnover for this study included one southeast mid-sized
police department with less than 250 sworn officers deploying a selection battery,
including a SJT, and conforming to Florida standards of field training and
evaluation. Full boundary conditions will be further outlined in chapter three.
Synthesis
The sections of this chapter provide a relevant review of the theoretical
frameworks, problems in police turnover, relevant employment law history, police
selection, SJTs, faking, transfer of training, and turnover. This study was
supported by a literature review consisting in excess of 440 references including
peer reviewed journals, books, practitioner publications, and government sources.
Literature is synthesized in summary to provide concluding arguments on the
merits of this research.
Current retention problem in policing. The importance of selection and
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retention, in any organization, is well supported in literature (i.e. Mabon, 1994;
Ployhart, 2006; Ployhart et al., 1996; Rubenstein et al., 2015). Recruiting and
retaining employees is arguably more critical for governmental organizations
charged with public safety (Barrett et al., 2010; Selden et al., 2013; The Center for
State and Local Government Excellence, 2017; Wilson, 2014). Legal issues in
selection, including avoiding concerns with adverse impact, make proper selection
critical and necessary (Arnold, 2004; Barrick & Zimmerman, 2005; Campbell et
al., 1993; Gottfredson, 1996; Gutman, 2009; McDaniel et al. ,2001; Motowidlo &
Tippins, 1993; Pulakos & Schmitt, 1996; Schmidt & Hunter, 1998; Van Iddekinge
et al., 2011; Weekley & Jones, 1999).
Police agencies today face challenges stemming from financial challenges
resulting from the 2008 recession (Smith, 2016; Wilson, 2014), reduced public
perception (Barrett et al., 2010; Gold, 2015; Wolfe & Nix, 2016), job
attractiveness disadvantages (Jordan et al., 2009; Kaminski, 1993; Orrick, 2008;
Smith, 2016, Wilson, 2014; Woska, 2016), and generational differences (Maciag,
2018; Espinoza et al., 2010; Ployhart & Weekley, 2010). These are among current
challenges facing police administrators in maintaining a competent police force
charged with public safety and order.
Hom et al. (2017) contend that the nexus between selection and turnover is
often overlooked. Ployhart (2006) contends this nexus is overlooked as a result of
a common disconnect between human resources departments and operational
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units. Human resources focus on the standards and guidelines of hiring, while
operations focus on performance and fit (Ployhart, 2006). This divide can be
amplified in organizations where the quest for a diverse force has been a challenge
(Barrick & Mount, 2005; Fyfe & Kane, 2006; Ployhart, 2006). Training time and
costs are also a significant investment (Hausknecht & Holwerda, 2013; Mabon,
1994; Ployhart & Weekley, 2010; Rubenstein et al., 2015; Seldon et al., 2013).
The challenges that police agencies face resulted from an accumulation effect from
diminished candidate pools, interagency competition, benefit and pay disparities to
other professions, and complex social reactions and expectations, all of which are
of significant concern to practitioners.
The cost of turnover in policing extends beyond simply the cost of
selection, hiring, and training (Barrick & Zimmerman, 2009; Hom et al., 2017;
Maltarich et al., 2010; Van Iddekinge et al., 2011). Not only are onboarding and
training costs high in policing, the prospects of replacing someone due to turnover
is ever challenging (Ployhart & Weekley, 2010).
Potential applied contribution. The current applied challenge of
maintaining a stable and skilled police force is recognized as critical to community
safety and quality of life. This research has the potential to inform practitioners on
potential valuable data available in current selection processes that may have
predictive utility for turnover. These existing data have the potential to identify
both functional and dysfunctional turnover (Dalton et al., 1982) models. The
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models that may segregate functional turnover, such as failure to transfer training
or poor performance, from the dysfunctional turnover, such as a good officer
leaving for another agency, may help inform selection processes that mitigate and
reduce dysfunctional turnover as well as reduce functional turnover with informed
prediction of behavioral characteristics that may be present in selection (Barrick &
Zimmer, 2005; Maybon, 1994).
The prospect of using good turnover data to screen out candidates that can
be predicted to have short tenure is encouraged in literature (i.e. Hutchinson et al.,
1997; Hom et al., 2017; Mabon, 1994; Ployhart & Weekley, 2010). Hom et al.
(2017) and Price (2011) suggest that data-driven initiatives may yield turnover
data informing organizations as to candidates with a high chance of leaving.
Potential scholarly contribution. Aside from the 1994 Dalessio study
exploring post-selection use of SJT and turnover with insurance agents, this
literature review did not identify research exploring the potential nexus between
selection SJTs and turnover. There is, however, literature suggesting that the
research explore this potential nexus. Barrick and Zimmerman (2009) and Whetzel
and McDaniel (2009) identified a lack of research exploring SJTs and turnover
and pointed to the potential applied utility. Rubenstein et al. (2018) suggested that
future turnover research include actual turnover as opposed to the commonly used
turnover intentions resulting from surveys. This project also seeks to identify
prediction criteria in selection research as posited by Van Iddekinge et al. (2011).
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Turnover temporal order potential. The use of actual daily performance
measurement, through DORs, offered measurement opportunities that Rubenstein
et al. (2018) contended are lacking in turnover research. Rubenstein et al. (2018)
suggested that turnover research is lacking exploration of temporal orders related
to turnover as opposed to a single predictor at one point in time. Utilizing DORs
offered an increase in the frequency of measurement to potential antecedent
constructs related to turnover outcomes offering a linear temporal observation
related to behaviors associated with turnover.
Transfer of training effectiveness. The National Research Council (2004)
contended that a significant unresolved question in policing is the effectiveness of
police training. They contended that rigorous research is necessary to help shape
training, especially with problem-solving. Geller and Toch (1995) reviewed model
policies and best practices regarding training and officer use of force and found,
that despite literature recommending specifics of such training, there were no
empirical validations of the claims. This research offered predictive analysis
(logistic regression) of selection data on daily police performance during field
training. This offered potential insight into the National Research Council’s (2004)
assertion that research exploring the nexus of KSAOs would be valuable to
practitioners and police managers by helping inform improvements to police
training. Caro (2011) specifically discussed the advantage of exploring police
performance during field training, contending that it is a substantial method of
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measuring performance that is lost after field training.
SJT and turnover nexus. Ryan and Ployhart (2014) contended that future
SJT research should include SJT prediction into unexplored domains including
turnover. Ployhart and Weekley (2006) indicated that most SJT research using
field studies have been limited to correlational design. They suggested more
experimental approaches to explore SJTs measure related to decision making and
performance. This research deployed predictive analysis, well beyond
correlational designs, to specifically address SJTs’ prediction on turnover
outcomes. This study demonstrated potential in addressing gaps as identified by
Ployhart and Weekley (2006), Ryan and Ployhart (2014) and The National
Research Council (2004).
Strategic intervention for turnover. Ployhart (2006) noted that every
organization uses some form of selection process without guarantee of effective,
appropriate, or even optimal utility. Ployhart (2006) argued that the trend will
continue unless gaps are informed by research. Hausknecht and Holwerda (2013)
suggested that turnover research deploying personnel tracking approaches may
yield opportunities for interventions. This research attempted to specifically
explore selection processes for additional utility toward optimal utility suggested
by Ployhart (2006) while searching for potential foundational predictive research
useful for innovative interventions as encouraged by Hausknecht and Holwerda
(2013).
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Micro level transfer of training insights. Baldwin et al. (2009) discussed
the importance of transfer of training research to practitioners charged to train new
members. Baldwin et al. (2009) contended that evidence-based training
interventions from literature have the potential to inform application. Baldwin et
al. (2009) and Hom et al. (2017) suggested that future research should deploy
empirical observations of training designs, trainee readiness, and supervisor
support related to training transfer in applied domains. This study explored police
training strategies, including remedial training, and trainee turnover outcomes.
Based on the reviewed literature this research has potential to inform both
applied and scholarly audiences. The applied problem is often exasperated,
especially in smaller agencies, by a lack of resources. Exploring already existing
selection data to potentially inform recruiting, selection, and training practices
makes good sense. The literature on turnover, transfer of training, and SJTs is ripe
with suggestions for more applied and context specific research of actual turnover.
The potential for this study to inform some of these calls for research is exciting.
Theoretical Law Enforcement Turnover Model. The law enforcement
turnover model (Figure 2) is conceptualized for the public sector industry of law
enforcement to capture the robust and unique initial field training provided by the
standardized FTEP. This model begins with the traditional notions of organizations
selecting employees from an applicant pool by testing for job specific knowledge,
skills, abilities, and other attributes. The “funnel” in the model visualizes the SJT
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selection battery deployed to assess these KSAOs that are expected to predict
performance. The selection process is reflected as a “funnel” in the law
enforcement turnover model (Figure 2) recognizing these other factors as “?”.
Once selected, newly hired officers complete a department orientation
period of a month before starting a fourteen-week field training and evaluation
program (FTEP). Training of new probationary officers is conducted in the FTEP
by state trained and certified field training officers (FTOs) who provide training
and officer guidance (Fischer, 2015; Walker & Katz, 2002). Daily performance is
observed, evaluated, and documented by FTOs through the use of daily observation
reports (DORs), which are anchored scale performance ratings based on the
expectations of a solo officer working alone. Figure 2 visualizes the transfer of
training as documented in these DORs leading to various turnover and retention
outcomes (FDLE, 2011; Haberfield, 2002; MPCTC, 2017).
The model also recognizes aspects related to P-J fit (Edwards, 1991) and PO fit (Judge & Ferris, 1992) related to transfer of training (Baldwin & Ford, 1998)
as well as shocks (Lee & Mitchell, 1994) accountable for turnover outcomes. These
conceptual pathways lead to optimal turnover, functional turnover, and an “eitheror” turnover that may fall between functional and dysfunctional turnover.
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Figure 2. The Theoretical Law Enforcement Turnover Model. This figure
illustrates the theory related to the impact of transfer of training on turnover or
retention outcomes in police agencies.
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Chapter 3

Overview

Methodology

Allen, Hancock, Vardaman, and McKee’s (2014) review of 447 empirical studies
related to turnover led them to criticize the lack of clear context in the studies. Allen et al.’s
(2014) recommendations include arguments that future turnover related research better
articulate and discuss the context of the study as well as better operationalize constructs and
definitions of the study. This critical context added significantly to the literature and supported
applied utility by examining potential antecedents to turnover (Hausknecht & Trevor, 2011;
Hom et al., 2017; Nyberg & Ployhart, 2013). Allen et al. (2014) further argued that context
specific research can help reshape the DAM that they argue hampers turnover research today.
To overcome the DAM, Allen et al. (2014) recommend that exploration be inclusive,
including at least voluntary and involuntary turnover operationalizations, with measurement
beyond surveys, explore actual turnover as opposed to intentions, and include more than one
organization.
This study explored the relationship of SJTs and initial job training performance
associated with voluntary and involuntary turnover in a mid-sized police organization in
Florida. The primary purpose of this research was to explore any potential predictive nexus
between selection battery scores, including SJT, and turnover. The potential applied utility
includes the potential to inform law enforcement managers if selection battery scores offer any
potential predictive utility, thereby allowing interventions to potentially increase officer
117

retention. This chapter will review the research methodology suggested for this study.
Additionally, this chapter discusses the research questions, research design, methodology,
population sample, data acquisition, analysis, assumptions, and boundary conditions.
Research Questions and Hypotheses
This study explored the existing gap in literature regarding SJT’s potential
predictive nexus with turnover (Ployhart, 2006; Ryan & Ployhart, 2013; Price,
2011). This study has potential applied research implications in seeking to better
understand how SJTs, along with other selection instrument scores, may predict
actual turnover, and how it may impact actual voluntary (choice) and involuntary
(performance) turnover. The following overarching research questions were
explored with several hypotheses.
RQ1. Do Situational Judgement Tests (SJTs) offer predictive utility toward
field training performance.
RQ2. Do SJTs offer predictive utility for turnover outcomes.
The potential impact of exploring these constructs includes potential
findings to inform police organizations of a proactive opportunity to develop and
provide early interventions toward improved success in the transfer of training
related to retention. Additionally, findings potentially may offer valid prediction
data of leaving, an avoidable form of voluntary turnover. Hom et al. (2017) and
Price (2011) suggested that selection research with the potential to inform
organization’s selection decisions to assist in screening out candidates with high
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propensity to leave should be explored. Based on the review of literature and
specific knowledge of the job domain of law enforcement the following hypotheses
were posited:
Hypothesis 1 (H1): Scores on the video-based SJT (video score) and
reading scores will offer prediction in field training performance.
Hypothesis 1a (H1a): Lower SJT sub scores in critical thinking will
predict field training performance.
Hypothesis 1b (H1b): Lower scores in the reading assessment will
predict field training performance.
Hypothesis 2 (H2): SJT sub-scores will add valid prediction to the three
main scores (video, writing, and reading) toward overall turnover.
Hypothesis 2a (H2a): Lower SJT sub scores in critical thinking and
reading will predict involuntary turnover.
Hypothesis 2b (H2b): Higher SJT sub scores in writing and critical
thinking with lower sub scores in confrontation and organizational
commitment will predict voluntary turnover.
Research Design
The dependent variables (DVs) include officer retention as measured simply
by the fact that the officer has not resigned or been terminated and thus is still
employed by the agency. Turnover is defined as intentional (i.e. officer leaves) or
unintentional (i.e. officer is terminated). This assumes that retention, as opposed to
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turnover, implies that at least the minimally accepted performance is being
maintained. Additional DVs are daily observation performance evaluations.
The independent variables (IVs) are the selection instruments scores
consisting of the video-based SJT with sub-scores, video-based situational report
writing exercise, and reading instrument. The SJT sub-scores are broken down into
critical thinking, communication, team orientation, confrontation, restraint, ethical
orientation, and empathy scores, respectively.
Overview of Research Approach Used in the Study
This study used archival data from a southern mid-sized law enforcement
agency. The research purpose is of interest to the agency administration in their
quest to facilitate improved training and retention of new officers through their
post-academy field training programs. The potential impact of this study includes
offering a proactive opportunity to provide early interventions to improve success
in core training and retention outcomes.
Population and Sample
Archival data came from official records of new police officers hired since
2012 from a southern mid-sized police agency (150-200 officers) who are utilizing
video-based SJTs as part of their selection process. Other selection data was
collected from each subject as well as daily observation reports (performance
evaluations) and retention outcome data as retained, terminated (unintentional
turnover), or resignation (intentional turnover).
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Appropriateness of population. The law enforcement population is
appropriate due to the common use in the industry of SJTs in selection processes
and the unique nature of daily performance evaluations during field training. Newly
hired officers are put through a department orientation period of a month before
starting a fourteen-week field training and evaluation program (FTEP) where state
certified and trained field training officers (FTOs) provide training and guidance in
the field for probationary police officers (PPOs).
Their daily observations reports (DORs) are anchored scale performance
ratings based on the expectations of a solo officer working alone. Law enforcement
offers a unique and rich opportunity to explore this post-hiring on-the-job training
performance from these daily ratings. The potential to identify prospective
problem areas in training and address these potential performance deficiencies prior
to the start of training has promise to improve successful training completion,
which has positive aspects to agencies and new hires alike.
Procedures
The law enforcement agency provided the employment testing component
scores of the video-based SJT as well as the sub-scores, the video-based situational
report writing exercise, and the reading instrument. Each officer’s scores were
coded with a subject identifier to protect the identity of each officer. The agency
also provided data regarding the officers’ retention status as retained, terminated
(unintentional turnover), or resignation (intentional turnover). Finally, the agency
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provided electronic copies of all DORs. The DORs were coded into a Microsoft
Excel file with officer names replaced by their appropriate subject identifier. The
data was subsequently loaded into SPSS statistical software for analysis.
Data Analysis
This study used logistic regression for data analysis. Logistic regression
allows for the prediction of group membership (Tabachnick & Fidell, 2007), and in
this case, turnover. This predictive modeling technique is used when the categorical
dependent variable is dichotomous (allowing only one outcome) and the predictor
variables are continuous, discrete, or dichotomous (Pallant, 2013; Tabachnick &
Fidell, 2007).
According to Tabachnick and Fidell (2007) the limitations of logistic
regression are limited mostly from the discrete requirement for the outcome
dependent variable. Strengths include allowing the exploration of interactions
among predictors for possible multicollinearity where potential predictors are
covariates in prediction related to the dependent variable (Tabachnick & Fidell,
2007).
Considerations in choosing logistic regression for this study include logistic
regression’s assumption that the predictors have a linear relationship to the
dependent variable (Tabachnick & Fidell, 2007). In this case, various selection
assessment outcomes toward turnover. Additionally, Tabachnick and Fidell (2007)
stress the importance of theory driven selection of predictors for this type of
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modeling. This research theoretically predicts involuntary turnover resulting from,
in part, a transfer of training issue related to standards of performance. Voluntary
turnover is theorized to occur, in some part, due to P-J fit, P-O fit, or shocks.
Predictor Measures
Successfully hired officer candidates have to complete a multiple hurdle
selection process at the population agency. One of these hurdles involves a test day
where candidates take a three-part test. The exam is provided by a vendor so
proprietary information or data on the exam was not accessible, but the vendor has
validated the test and it is used throughout the U.S.
SJT video Score. One part of the exam involves a series of law
enforcement workplace video scenarios lasting one minute or less followed by a
short period for candidates to select the best option of response, multiple-choice, to
the scenario. This score is reported as a percentage with the passing cut score of 65
percent.
The SJT video scores has sub-scores reported in terms of applicant
suitability. These are ranked as high risk (1), some problems (2), normal (3), or
good (4). The sub-domains are:
Critical Thinking Ability. Accurately analyze immediate field situations in
timely manner.
Investigative Communication. Effectively and analytically gaining
information from pertinent parties.
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Team Orientation. Collaborates effectively on field situations.
Confrontation. Initiative without delay or avoidance to confront situations.
Restraint. Uses only necessary and appropriate levels of force to resolve
law enforcement situations.
Ethical Orientation. Makes ethical decisions regardless of sacrifice.
Empathy. Exhibits appropriate understanding and approaching emotional
and challenging human situations.
Organization Orientation. Contributes to organizational initiatives and
supervisor efforts.
Community Relations. Courteous and helpful to community policing goals.
Writing score. Candidates watch a video-based scenario common to a
citizen-police encounter where candidates must then write a structured written
report. While the underlying constructs are not available from the vendor, the
exercise is face valid and a realistic representation of a work product. This exercise
is easily related to listening skills and situational awareness as well as
demonstrative of writing ability and sense-making. This score is reported as a
percentage with a passing cut score of 70 percent.
Reading score. A third test is administered where work-related situations
are presented in a timed reading format and comprehension is tested. This score is
reported as a percentage with a passing cut score of 70 percent.
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Criterion Measures
The criterion measurers are related to turnover. These are field training
performance, overall turnover, involuntary turnover, and voluntary turnover.
Various predictor relationships to criterion measurers were explored using a direct
logistical regression. The direct logistical regression allowed for testing of a
predictive model, from hypotheses, with statistical explanations of the criterion as a
whole, i.e. turnover, along with predicting those who were retained or not.
Ethical Considerations
The primary ethical consideration is to ensure subject anonymity. All data is
archival, but did have individual identifiers with names and department
identification numbers. Once the data was transposed into Microsoft Excel per
subject, all personal identifiers were replaced with a subject number. The Florida
Institute of Technology Institutional Review Board (IRB) was approved and
ensured that the human subjects were appropriately protected.
Researcher Positionality
England (1994) discussed research as a process as well as a product.
Bourke (2014) discussed researcher positionality, specifically researcher
personality and insider or outsider status, in the context of researcher reflection and
acknowledging potential bias. In this light, it is important to acknowledge the
researcher as a law enforcement practitioner insider (Bourke, 2014) having retired
from law enforcement with FTEP experience, being a police trainer, as well as a
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supervisor. The researcher consults regularly with law enforcement agencies since
retirement as well as conducts applied research in areas that include recruiting,
training, retention, and promotional processes.
The researcher acknowledges that being a subject matter expert is an
advantage, but that it can also be a source of bias and must be acknowledged. Bias
is possible given previous practitioner experiences and consulting. The researcher
will endeavor to utilize extensive literature review and work closely with
dissertation committee members to mitigate potential recognized areas of bias and
conduct research objectively.
Validity and Trustworthiness
SJTs have considerable evidence of criterion-related validity as they relate
to the criteria of work performance, but the constructs as to why are still elusive.
While the use of SJTs is widely accepted and has demonstrable validity advantages
over cognitive and personality measures, there still lacks a depth of
operationalization and theoretic explanations for the exact constructs being
measured by the SJTs. The discussion and debate of exactly what SJTs tap into is
garnering attention.
Christian, Edwards, and Bradley (2010) conducted a meta-analytic review
of SJTs to possibly address the lacking literature on construct measures associated
with SJTs in a quest to establish theory-driven frameworks. Their research resulted
in support for SJTs assessing leadership skills, interpersonal skills, and where
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applied, teamwork skills. Their findings included that matching predictors to
criterion constructs improves criterion validity. They also suggest video-based SJTs
possess stronger criterion validity than written scenarios.
A SJT designed to tap police integrity was conducted by de Meijer, Born,
van Zielst, and van der Molen (2010) where they examined a multi-ethnic section
of Dutch police. They found that when SJTs were used to measure one construct, in
this case integrity, it had construct validity across several ethnic populations.
Husbands, Rodgers, Dowell, and Patterson (2015) also found psychometric
robustness for integrity SJTs among medical student applicants.
Lievens and Motowidlo (2016) have also engaged in an effort to generate
interest in clarifying constructs of SJTs to better understand why SJTs actually
work. They offer a model proposing SJTs as a measure of general domain
knowledge that they define as, “knowledge about the utility or importance of traits
such as these for effectiveness in a job that actually requires expressions of these
traits for effective performance” (p. 4).
Validity specifically related to this study was addressed with the following
considerations. First, all constructs were operationalized for clarity of constructs
and definition. Second, the agency in the study deployed a selection battery from a
third-party vendor specializing in the industry of law enforcement, thus ensuring
that the selection instrument scores are uniform and consistent related to industry
standards. Third, FTEP standards of daily performance (DORs) are established by
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the Florida Department of Law Enforcement (FDLE) which mitigates, to a practical
level, issues and assumptions of inter-rater reliability that were used for
performance data.
Assumptions and Boundary Conditions
This section attempts to address recommendations previously discussed
related to context and assumptions of turnover related research (Allen et al., 2014;
Hausknecht & Trevor, 2011; Hom et al., 2017; Nyberg & Ployhart, 2013). The
below assumptions and boundary conditions allow proper framing for possible
generalization, potential future research suggestions, and applied application
potential.
Assumptions. It is important to discuss key assumptions related to this
research. Of particular importance are the underlying assumptions related to the
overarching theories, SJTs, faking, field training, transfer of training, and turnover.
Overarching theories. Schneider’s (1987) attraction-selection-attrition
(ASA) model offers a linear theoretical foundation for this study. ASA related
theories of person job (P-J) fit (Edwards, 1991), person organization (P-O) fit
(Judge & Ferris, 1992), and shocks (Lee & Mitchell, 1994), such as unanticipated
job offers, impact voluntary turnover (Arthur et al., 2006; Holland, 1993; Hom et
al., 2017; Griffith, et al., 2000; Lee & Mitchell, 1994; Schneider, 1987; Tett &
Meyer, 1993). Transfer of training (Blume et al., 2010; Baldwin, Ford, & Blume,
2009; Facteau et al., 1995; Goldstein & Ford, 2002) has nexus to involuntary
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turnover.
SJT and selection battery. First, this study did not explore specifics on the
reliability or the validity of the SJT deployed by the organization. Instead, the
assumption is that the SJT, and related selection battery components, are valid and
reliable instruments for the police organization. Further, this assumption includes
that the study organization deploys selection batteries consistent with employment
law as well as selection and psychometric standards (EEOC, 1978; Gutman, 2011;
SIOP, 2003).
Faking. The assumption for this research, related to the prevalence of
faking, is that any faking falls within the concept of a social desirability type (Ones
& Viswesvaran, 1998) of potential candidate manipulation. It is further assumed
that this type of faking results in more positive scores, indicating that the candidate
recognizes the correct “would do” response in the scenarios regardless of if their
actual behavior and performance conforms (Ones & Viswesvaran, 1998; Oostrom
et al., 2107). Additionally, in the absence of valid and reliable methods to detect
faking (Birkeland et al., 2006; Hough et al, 1990; Griffith, et al., 2007; Ones et al.,
1995) it leads to the assumption that some levels of “faking good” likely occur at
unmeasurable or directly observable ways.
The video-based SJT, common to both police organizations, deploys item
responses based on common situations officers may encounter on the job. These are
considered behavioral “would do” responses (McDaniel & Nguyen, 2001). While it
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is recognized that knowledge-based “should do” responses (McDaniel et al., 2007)
can reduce the likelihood of faking, this would create additional problems.
Organizations that deploy “should do” items create an advantage to those that have
completed training and it furthers those with experience. Deploying a knowledgebased item response would significantly disadvantage applicants that have yet to
attend the police academy let alone have any policing experience. Therefore, the
assumption is that the deployed SJT, and related batteries, recognize that applicants
tested have various degrees of police experience ranging from none to years of
experience. While the “should do” response may reduce faking it would also
disadvantage candidates who have yet to have the opportunity for basic academic
training.
Field training. The overarching assumption regarding field training is that
the field training and evaluation programs (FTEP) are based on common theoretical
and technical frameworks (FDLE, 2011). This supports the assumption that the
field training process is generalizable in the industry for the purposes of this
research. The population agency’s field training program uses the popular San Jose
model (Caro, 2011; Chappell, 2007; COPS Office, 2001; Fischer, 2015; Kaminski,
2002; Scott, 2000; Scott, 2010; Walker, 2005; Walker & Katz, 2002). The study
agency complies with state requirements for the training of field training officers
(FDLE, 2011). The field training officer course is a 40-hour course designed to
facilitate training and evaluation of new officers consistent with the San Jose model
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that includes aspects related to training theory, supervision, observation,
evaluations using daily observations reports (DORs), remedial training, counseling,
and field training structure (FDLE, 2011).
Transfer of training. The assumption is that new, non-experienced officers
beginning field training from the basic police academy are not fully prepared for
field duty. This is supported in the literature discussing directly that the basic police
academy does not address the actual field performance (Buerger, 1998; Harr, 2001;
Mastrofski & Ritti, 1995). The assumption includes that a minimum amount of
KSAO development comes from the academy, as supported by Caro’s (2011) study
that only 10 percent of field training variance is explained by police academy
performance. Caro’s (2011) finding is consistent with other transfer of training
literature suggesting that 10 percent of training is actually transferred (Baldwin &
Ford, 1988; Clark, 2010; Fitzpatrick, 2001; Georgenson, 1982). This study further
assumed that successful transfer of training rests, in part, on cognitive ability
(Grossman & Salas, 2011; Gully et al., 2002; Maltarich et al., 2010; Saks et al.
2014; Van Iddekinge et al., 2011).
Turnover. The key assumption to this study is that turnover is considered,
for the purposes of the study, as overall (Mobley, 1977), voluntary (Mobley et al.,
1979), or involuntary (McElroy et al., 2001). The dependent variable was measured
as such (overall, voluntary, or involuntary) depending on the specific hypothesis
being tested. The theoretical assumption of this predictive research is that the
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selection battery, including the SJT, has a predictive nexus to turnover through
either P-J fit (Kristof-Brown et al., 2005), P-O fit (Maltarich et al., 2010), various
shocks (Burton et al., 2010), or failures in the transfer of training (Baldwin et al.,
2017).
Boundary Conditions. Both Allen et al. (2014) and Hom et al. (2017)
contended that turnover related literature will improve with clear boundary
conditions. The boundary conditions for this study include sector and job, selection
battery and scores, field training, and turnover.
Sector and job domain. The context of the study is a public-sector industry
with the domain of policing. The study population consisted of a Florida southeast
mid-sized police department with less than 250 sworn officers. Generalizability
may be inferred to U.S. police agencies who are using the San Jose model and who
deploy a standardized selection process, including SJTs, but the boundary to this
project is the Florida organization.
SJT and selection battery. The selection battery, including the video based
SJT, originates from an industry vendor. The name of the vendor, along with the
agency name and individual test takers, are intentionally unnamed to protect the
identity of the agencies, subjects, and stake holders, in keeping with institutional
review board (IRB) rules and regulations regarding confidentiality.
Field training. The study population is a Florida organization. While the
context may have generalizability to police organizations across and outside of
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Florida, the subjects and related organizational structure conform to Florida
standards in basic training, field training, and advanced training. The context of the
FTEP, including phases of training, DORs, and remedial training options are based
on the San Jose model and meet the standards of Florida law enforcement (FDLE,
2014).
Turnover. Turnover will be explored as overall, voluntary, and involuntary
bound with the theories outlined in the assumptions above. While the ASA
(Schneider, 1987), P-J fit (Kristof-Brown et al., 2005), P-O fit (Maltarich et al.,
2010), various shocks (Burton et al., 2010), and transfer of training (Baldwin et al.,
2017) based models are consistent with literature, they are not the only potential
models of police turnover.
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Overview

Chapter 4
Findings

Chapter 4 is intended to present the results and findings of the exploratory
study of situational judgement tests (SJTs) on training and turnover outcomes. This
chapter begins with a summary of the research problem and research questions
previously explored in chapter 1. Next, aspects of the data collection, the data itself,
management of the data, and analysis implications will be explored. Research
findings related to all hypotheses as well as supplemental analyses will be
presented. The chapter continues with a synthesis and summary of the findings.
The chapter concludes with a discussion related to the study validity, contributions
of the study to applied practice, and the implications for the last chapter of this
dissertation.
Summary of the Research Problem
This study is intended to explore the problem faced by police organizations
to recruit, select, train, and retain qualified police officers (Cavanaugh, 2013;
Haarr, 2001; Jordan et al., 2009; Koper et al., 2001; Maciag, 2018; National
Research Council, 2004; Orrick, 2008; PERF, 2013; Selden et al., 2013; CSLGE,
2017; Smith, 2016; Wilson, 2012; Wilson, 2014; Wolfe & Nix, 2016; Woska,
2006; Woska, 2016). Police organizations are challenged in effectively addressing
this problem due to a host of dynamic economic, social, and workforce issues.
An increasing challenge is a rapidly diminishing applicant pool where
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applicants have more, and often more preferable, options in other industries and larger
police organizations with more attractive benefits, pay, and career track options
(Barrett et al., 2010; Cavanagh, 2003; Haarr, 2001; Koper, Maguire, & Moore,
2001; Orrick, 2008; Selden et al., 2013; Smith, 2016; Wilson, 2012; Woska, 2016).
Small and mid-sized agencies make up the majority of police agencies across the
country. Recruiting, selection, and training challenges can result in dysfunctional
and costly turnover among new officers. This forces agencies to return to a
diminishing candidate pool for quality applicants.
The use of SJTs in employee selection has substantial empirical support
toward predicting job performance (Clevenger, Pereira, Wiechmann, Schmidt, &
Harvey, 2001; Motowidlo & Tippins, 1993; Pulakos & Schmitt, 1996; Weekley &
Jones, 1999). Chan and Schmitt (2002) and Weekley and Ployhart (2005). Research
suggest that SJTs have higher selection validity over the combined validity of
cognition, personality, and previous work experience (Chan & Schmitt, 2002;
Weekley & Ployhart, 2005). Not only have SJTs demonstrated better predictive
validity in job performance validity compared to other options, but they also
produce less adverse impacts (Clevenger, Pereira, Wiechmann, Schmidt, & Harvey,
2001; Motowidlo & Tippins, 1993; Pulakos & Schmitt, 1996; Weekley & Jones,
1999). Recent research exploring “what” SJTs actually tapp suggests they may
offer prediction of specific job relevant constructs as well as general domain
knowledge (Lievens & Motowidlo, 2016).
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In a review of a century of turnover research, Hom, Lee, Shaw, and
Hausknecht (2017) found a severe lack of research on selection and turnover.
Rubenstein, Eberly, and Lee (2015) conducted a meta-analysis of turnover and
suggested that future research explore actual turnover, rather than intentions, and
explore turnover as voluntary or involuntary.
This research gap in the selection process and turnover has the potential to
inform selection partitions. Research specifically exploring the utility of SJTs, and
other selection tools, in predicting field training and actual turnover outcomes for
policing and other high consequence professions may provide valuable information
to improve outcomes for employees and organizations. Identifying research and
data to assist organizations strategically to improve training and turnover outcomes
is important to practitioners. Resources for research and interventions, especially in
smaller public sector organizations, can prove costly. Searching for additional
“value added” utility from selection instruments to inform selection, recruiting, and
retention practices and potential training interventions may allow agencies strategic
opportunities that resources may otherwise not allow.
Purpose of the Study
The purpose of this study is to explore the existing gap in literature
regarding SJT’s potential predictive nexus with turnover outcomes (Ployhart, 2006;
Ryan & Ployhart, 2013; Price, 2011). This proposal seeks to better explain how
SJTs and other selection instruments may predict actual voluntary, involuntary
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(including training failure), and overall turnover. This exploratory research is
searching for applied utility regarding predictive pathways to improve field trading
and other turnover outcomes.
Research Questions
This study explores the potential predictive nexus between SJTs, along with
other selection instrument scores, to officer voluntary (choice), involuntary
(performance, discipline), and overall (collective) turnover. The following
overarching research questions will be explored with several hypotheses.
RQ1. Do Situational Judgement Tests (SJTs) offer predictive utility toward
field training performance.
RQ2. Do SJTs offer predictive utility for turnover outcomes.
This exploratory study endeavors to better understand any predictive nexus
between selection tests and retention. The applied goal is to seek potential added
utility of existing testing and potentially inform police organizations to develop
strategies to enhance the transfer of training outcomes along with other forms of
voluntary and involuntary turnover. While this research is exploratory, specific
hypotheses are necessary in the research. Based on literature review and specific
knowledge of the job domain of law enforcement the following hypotheses will be
explored, along with supplemental analyses based on exploratory findings.
Hypothesis 1 (H1): Scores on the video-based SJT (video score) and
reading scores will offer prediction in field training performance.
137

Hypothesis 1a (H1a): Lower SJT sub scores in critical thinking will
predict field training performance.
Hypothesis 1b (H1b): Lower scores in the reading assessment will
predict field training performance.
Hypothesis 2 (H2): SJT sub-scores will add valid prediction to the three
main scores (video, writing, and reading) toward overall turnover.
Hypothesis 2a (H2a): Lower SJT sub scores in critical thinking and
reading will predict involuntary turnover.
Hypothesis 2b (H2b): Higher SJT sub scores in writing and critical
thinking with lower sub scores in confrontation and organizational
commitment will predict voluntary turnover.
Data Collection, Data Management, and Analysis Implications
Archival data from official records on officer selection, field training,
turnover outcomes, and retention was used in this study from a southern mid-sized
(150-200 officers) law enforcement agency. This data is limited to officers selected
using the SJT selection battery deployed in October 2012. Officers hired prior to
use of the October 2012 process are not part of this study and not reflected in
turnover data. Selection tests include SJT video scores with sub-scores, writing
scores, and reading scores. Field training and evaluation program (FTEP)
performance data comes from daily observation reports (performance evaluations)
and the retention outcome data denoted as retained, terminated (unintentional
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turnover), or resignation (intentional turnover) comes from agency recruiting and
separation records.
Predictor Measures
The researched agency utilizes a multiple hurdle selection process for hiring
officers. These hurdles include a three-part video-based test implemented in
October 2012. This is the source of the SJT video score, including sub-scores,
writing score, and reading score. The exam is provided by a vendor so proprietary
information or data on the exam was not accessible, but the vendor has validated
the test used throughout the U.S.
SJT video score. This part of the exam utilizes a series of law enforcement
video vignettes of one minute or less followed by time for candidates to select what
they consider the best response for that scenario. Each vignette response is
multiple-choice. This score is reported as a percentage with the passing cut score
being 65 percent. Scores for the population (N=101) ranged from 67.93 to 92.39
percent.
The SJT video included specific sub-scores reported in terms of applicant
suitability. These are ranked as risk (1), some problems (2), normal (3), or good (4).
The sub-domains with distributions are:
Critical thinking. Accurately analyze immediate field situations in a timely
manner. Distributions are high risk (n=0), some problems (n=3), normal (n=78),
and good (n=20) reflecting poor range distribution.
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Investigative. Effectively and analytically gaining information from
pertinent parties. Distributions are high risk (n=0), some problems (n=0), normal
(n=95), and good (n=6) reflecting very poor distribution.
Team orientation. Collaborates effectively on field situations. Distributions
are high risk (n=5), some problems (n=10), normal (n=78), and good (n=8)
reflecting adequate score distribution.
Confrontation. Initiative without delay or avoidance to confront situations.
Distributions are high risk (n=0), some problems (n=1), normal (n=69), and good
(n=31) reflecting poor distribution at the lower bounds.
Restraint. Uses only necessary and appropriate levels of force to resolve
law enforcement situations. Distributions are high risk (n=1), some problems (n=7),
normal (n=70), and good (n=23) reflecting some distribution.
Ethical orientation. Makes ethical decisions regardless of sacrifice.
Distributions are high risk (n=1), some problems (n=13), normal (n=69), and good
(n=18) reflecting adequate score distribution.
Empathy. Exhibits appropriate understanding when approaching emotional
and challenging human situations. Distributions are high risk (n=0), some problems
(n=2), normal (n=59), and good (n=50) reflecting poor distribution at the lower
bounds.
Organization orientation. Contributes to organizational initiatives and
supervisor efforts. Distributions are high risk (n=1), some problems (n=12), normal
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(n=79), and good (n=9) reflecting adequate score distribution.
Community relations. Courteous and helpful to community policing goals.
Distributions are high risk (n=1), some problems (n=3), normal (n=84), and good
(n=13) reflecting score distribution.
SJT sub-score dichotomous recode. Range restriction limits utility on
some of the aforementioned sub-scores. To fully explore potential predictive
models, each sub-score was recoded into additional codes of “sub-score” risk, “subscore” problem, “sub-score” either risk or problem, “sub-score” normal, and “subscore” good. Each dichotomous additional sub-score was coded as “0” for no and
“1” for yes as suggested by Field (2013), Pallant (2013), and Tabachnick and Fidell
(2007).
Writing score. The writing score is derived from when candidates watch a
video-based citizen-police scenario followed by writing a structured written report.
The underlying constructs are not available from the vendor but the exercise offers
face validity and a realistic representation of a police work product. This score is
reported as a percentage with a passing cut score of 70 percent and is considered to
be a continuous variable.
Writing dichotomous recode. While the writing scores are continuous
(N=101), the score distribution was limited to seven scores. Over 40 percent of the
candidates (n=41) scored a perfect 100. The second highest score recorded is a 93.3
accounting for nearly 40 percent (n=40). The remaining 9.8 percent of scores were
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either 88.3 (n=3), 86.67 (n=11), 81.67 (n=1), 80 (n=3), or 73.33 (n=2). Given the
restricted distribution, additional dichotomous variables were created with writing
score “bands” of writing 100, writing 96.67, writing 93.33, writing less than 90,
writing less than 82 and writing less than 80. Each dichotomous writing score band
was coded “0” for no or “1” for yes (Field, 2013; Pallant, 2013; Tabachnick &
Fidell, 2007).
Reading score. The reading test is the third part the of the selection exam.
This test is a paper and pencil work-related situational judgment test where
candidates are asked to read scenarios and select the best multiple-choice response.
This score is reported as a percentage with a passing cut score of 70 percent. It is a
continuous variable for the study.
Reading dichotomous recode. Interestingly, nearly half (n=48, 47.5
percent) of the 101 subjects scored 100 on the reading assessment. The next lower
score, 96.67 percent, accounted for 33.7 percent of scores (n=34). A reading score
of 93.33 accounted for 11.9 percent of the subject scores (n=12). The lowest scores
were 90 (n=2), 86.67 (n=-3), 83.33 (n=1), and 80 (n=1). Reading scores, like
writing, had only seven scores although the score range is 80-100 percent. To
maximize exploratory options additional variables were created with reading score
“bands” of 100, 96.67, less than 93.33, and less than 90. Each dichotomous
reading “band” is coded “0” for no and “1” for yes as suggested by Field (2013),
Pallant (2013) and Tabachnick and Fidell (2007).
142

Additional predictor variables. Additional predictor variables were used
in exploring various supplemental analyses models. These were added to models
containing SJT video scores, writing scores, reading scores, and SJT sub-scores in
the exploratory quest for predictive modeling in the scope of this research.
Candidate retest and retest (fail, pass) and retest (pass, pass). Variables
used in reported analyses include candidate retest (n=14), indicating if candidates
took the selection battery more than once. Retest was further explored with the
variables of Retest_FP, indicating candidate retesting with an initial fail and
subsequent pass (n=7). Candidates who passed and then retested (n=7) is
represented in the Retest_PP variable.
Prior military experience. Officers with military experience (n=31) prior to
selection testing was also explored. Officers with recorded military experience
were coded “1” and those without recorded experience (n=66) were coded “0” as
recommended (Field, 2013; Pallant, 2013; Tabachnick & Fidell, 2007). Four
officers had missing data regarding this variable therefore lowering the N for
analyses utilizing this variable to 97 versus 101.
Prior law enforcement experience. Officers with prior law enforcement
experience (N=15) was explored. Officers with previous law enforcement
experience were coded as “1” and those without recorded experience (n=84) were
coded “0” as recommended (Field, 2013; Pallant, 2013; Tabachnick & Fidell,
2007). Two officers had missing data regarding any prior law enforcement
143

experience, therefore lowering the N for analyses utilizing this variable to 99 versus
101.
Dependent Variables
The dependent variables for this study are dichotomous measures related to
turnover outcomes for the population of officers (n=101) hired since the adoption
of the SJT selection battery in October 2012. Officers hired prior to deployment of
the October 2012 selection battery are not part of this study. All outcome
dependent variables are coded “0” for the outcome did not occur, and “1”
indicating the outcome occurred (Field, 2013; Pallant, 2013; Tabachnick & Fidell,
2007). The following dependent variables were utilized for predictive modeling in
this study.
Field training and evaluation program (FTEP) passing. Passing FTEP is
the most common type of retention variable in the study (n=85). This indicated that
officers passed all four phases of FTEP. Some officers required remedial training
and subsequently passed (n=7). While some officers ultimately left the agency, this
outcome variable is important in better understanding attributes of those successful
in passing field training.
Field training and evaluation program (FTEP) failure. Failure during
FTEP is the most common type of involuntary turnover (n=16). This indicated that
officers failed field training at any of the four phases of FTEP. These officers were
given an opportunity for remedial training and either subsequently failed (n=13) or
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quit when notified they were being remediated in training (n=3). Officers quitting
upon receiving a remediation notification are considered failing for performance in
this study given that they were rated as not responding to training and would have
been terminated for not successfully completing the remediation.
Involuntary turnover. Involuntary turnover (n=21) accounts for both
FTEP performance failure (n=16) and discipline (n=5). Discipline occurred during
FTEP (n=3) and post FTEP (n=2). One subject was excluded from this category
due to being injured (not duty related) and therefore this was not reflective of the
construct of performance failure or discipline.
Voluntary turnover. Voluntary turnover (n=22) accounts for officers who
made decisions to separate from the agency. These include changing their mind
about law enforcement during FTEP (n=9), leaving for another law enforcement
agency (n=4), changing professions (n=3), relocating due to spouse employment
relocation (n=2), moving closer to home (n=2), and changing mind about law
enforcement post FTEP (n=2). One officer, with substantial previous law
enforcement experience, retired at normal retirement age and was excluded from
this category. Given the observation period of October 2012 to present and the
absence of all other collective turnover, this candidate, for the purposes of turnover
in this population, is an outlier.
Overall turnover. Overall turnover (n=45) indicated that officers were not
retained. This includes involuntary and voluntary turnover as well as the two
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officers mentioned above who left due to medical and retirement reasons. These
two officers were retained in the overall turnover.
Need for remedial training. Officers with performance deficiencies during
FTEP and deemed not responding to training or needing additional time through
extension in the phase of training are considered in remedial training (n=23). These
officers are given additional training and time, as much as two weeks, to perform at
standard or face training failure. Those who fail remedial training (n=13) are
terminated and those successful in passing remedial (n=7). Three officers quit when
informed they were being remediated for substandard performance issues.
Failing remedial training. Officers failing remedial training (n=13) are
terminated. The most common performance domains, as reflected in DORs are
officer safety, control of conflict, perception/judgment, problem solving/decision
making, radio procedures, report writing, and understanding and performing in
accordance with department policies and procedures. A full breakdown of
performance deficiencies for all officers requiring remedial training is in the
Appendix. While this study will not report models predicting any specific
performance domain it is important for context related to remedial training failure
models. Future research recommendations include exploring specific performance
domains and will be discussed in chapter 5.
Methods and Techniques
This exploratory study deployed binary logistic regression analysis as it
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allows for the prediction of group membership (Tabachnick & Fidell, 2007). Binary
logistic regression analyses are appropriate when there is a dichotomous categorical
dependent variable, no (0) and yes (1), with continuous, discrete, or dichotomous
predictor variables (Pallant, 2013; Tabachnick & Fidell, 2007).
According to Tabachnick and Fidell (2007), the limitations of logistic
regression are mostly related to the discrete requirement for the outcome dependent
variable. Strengths include allowing exploration of interactions among predictors
for possible multicollinearity where potential predictors are covariates in prediction
related to the dependent variable (Tabachnick & Fidell, 2007).
Logistic regression was selected for this study because assumptions of the
method include that the predictors have a linear relationship to the dependent
variable (Tabachnick & Fidell, 2007). Therefore, the various selection scores and
other pre-employment selection independent variables are assumed to predict the
outcome variables related to turnover.
Tabachnick and Fidell (2007) stressed the importance of theory driven
selection of predictors for this type of modeling. The models explored in this study
are based on the independent variables related to selection testing, to include
retesting, along with officer pre-employment attributes such as prior law
enforcement experience, prior military experience, and college. Theoretically, these
independent variables may offer a predictive nexus to outcome variables. FTEP
training performance, FTEP remedial training necessity, and subsequent remedial
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training success related to potential involuntary and overall turnover are
theoretically grounded in transfer of training literature explored in chapter 2.
Additional involuntary and voluntary outcomes are theoretically supported in
research related to person-job (P-J) fit, person-organization (P-O) fit, and shocks.
SPSS analysis and relevant processes. IBM SPSS is relatively straight
forward in running binary logistic regression. The default binary logistic regression
procedure is forced entry method opposed to stepwise (Pallant, 2013). The forced
entry method is preferred as the procedure as it allows theory-based model
exploration accounting for simultaneous testing of predictors while controlling for
the effects of other predictors in the model (Field, 2013; Pallant, 2013; Tabachnick
& Fidell, 2007). Tabachnick and Fidell (2007) stress the importance of theory
driven selection of predictors over stepwise procedures. Pallant (2013) added that
relying solely on statistical grounds in exploring predictive models lead to
incomplete models due to the influence that random statistical variations may have
on removing variables based solely on statistical grounds verses theoretically
rational decisions.
One-tailed versus two-tailed hypothesis tests. Field (2013) discussed that a
one-tailed test can be used in testing hypotheses when the direction of the
relationship is assumed or known. When used, the one-tailed test disregards the
possibility of the relationship occurring in the other direction (UCLA, n.d.). Twotailed tests are more commonly used as direction of relationships can occur in both
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directions. Decisions in using one-tailed versus two-tailed tests should be a
decision made, when appropriate, in advance of running analyses (UCLA, n.d.).
The assumption in binary logistic regression is that the relationship between
predictors and outcome variables is linear (Tabachnick & Fidell, 2007), which
lends support for the possibility of using a one-tailed test of significance. This
study will, however, use the more conservative two-tailed test of significance. The
population of this study is adequate, but small. Future research recommendations,
discussed fully in the next chapter, include adding additional agencies and subjects
to increase the study population. Independent variables that would be considered
significant, or approaching significance, using a one-tailed test will be noted in the
results but not deployed for this study regarding significance testing for models.
Hosmer and Lemeshow goodness of fit test criticisms. Allison (2014)
discussed drawbacks to the Hosmer and Lemeshow (HL) goodness of fit test used
in logistic regression. He contends that, despite issues, the HL test is often the
standard goodness of fit test of statistical software, including SPSS. In fact,
Hosmer, Hosmer, Le Cessie, and Lemeshow (1997) point out the disadvantages of
the HL test. Hosmer et al. (1997) point to a specific concern related to their logistic
regression goodness of fit test regarding using fixed groups of estimated
probabilities. They contend that the HL test grouping strategies based on these
estimated probabilities can incorrectly assess goodness of fit when subjects when
covariates have widely different values. Hosmer et al. (1997) ran simulated studies
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and found that the HL test will suggest model fit for one group and reject the same
model with a different group.
Allison (2014) added issues related to illogical inconsistencies in goodness
of fit estimations based on adding, or removing, variables to the model. He
contends that there is no logic to these changes. Given that binary logistic
regression relies on theoretically driven models (Tabachnick & Fidell, 2007), the
HL test was not used in the analysis.
Direct of the relationship (B values). The B value helps us understand the
probability of an independent variable (continuous or dichotomous) predicting the
outcome (dichotomous) variable (Pallant, 2013). The B value can be positive or
negative, indicating the direction of the relationship. Negative B values indicate
that an increase in the predictor score will result in a decreased probability of
predicting the outcome (Field, 2013; Pallant, 2013). All outcome dependent
variables in this study used codes of “0” for “no”, indicating subjects not belonging
to the predictor group, and “1” for “yes”, indicating subjects belong to the predictor
group. This coding is intended to facilitate proper interpretation of direction of
model interactions.
Manual corrections in dichotomous independent variable odds ratios.
Tabachnick and Fidell (2007) explained odds ratios as representing the change in
odds that an independent variable predicts in an outcome variable by one unit. This
holds true for continuous variables, such as the SJT score, writing score, and
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reading score. For dichotomous independent variables the interpretations change
from increase or decrease by “one unit”, and for continual variables, to increase or
decrease by a percentage factor.
Pallant (2013) advised inverting the odds factors of less than 1 in predictor
dichotomous variables, such as sub-scores, prior military, prior law enforcement,
and retest. This inversion is accomplished by manually calculating 1 divided by the
odds ratio value. Corrected odds ratios can be run in SPSS by removing the
designation for “categorical” but that also inverts the B from positive to negative
and vice versa (Pallant, 2013). These manual inversion calculations will be reported
in the results section. Dichotomous variables with odds ratios less than 1 will be
identified as inverted in appendices containing SPSS outputs for each relevant
hypothesis or supplemental analysis.
Research Findings
Hypothesis 1: SJT Video and Reading Scores Predicting FTEP Passing
Hypothesis 1 (H1) posited that scores on the video-based SJT (video score)
and reading scores would offer prediction in officers passing the field training and
evaluation program (FTEP). A direct logistical regression was performed to assess
the impact of both factors on field training performance. This hypothesis was
supported in this model.
The model contained two continuous independent variables consisting of
the SJT video and reading scores. The full model containing both predictor
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variables was statistically significant 𝑥𝑥 2 (2, 𝑁𝑁 = 101) = 8.32, 𝑝𝑝 < .05, indicating
that the model was able to distinguish between officers who took the selection

testing and passed FTEP and officers who failed FTEP. The model as a whole
explained between 7.9% (Cox and Snell R square) and 13.6% (Nagelkerke R
square) of variance in officer success during FTEP and correctly classified 100%
(85/85) of officers that passed training and 18.8% (3/16) of officers that failed
training with an overall correct classification of 87.1.
Table 1 demonstrates that only one of the independent variables, reading
score, contributes significantly to the model. Reading, being the only strong
predictor, recorded an odds ratio of 1.19. This indicates that officers were 1.19
times more likely to pass training for every 1 point (unit) increase in reading score.
Officers who failed during FTEP had lower reading scores controlling for the other
factor, SJT video score, in the model.
Table 1
Logistic Regression: SJT Video and Reading Scores Predicting Training Pass (H1)

SJT Video
Reading Score

B

S.E.

Wald

df

-0.29
.179

.048
.065

.349
7.672

1
1

Odds Ratio 95% C.I. for EXP(B)
Lower
Upper
.55
.88
1.068
.554
1.05
1.35
.006*
1.19
p

*p<0.05

The results of this model support H. Readings scores are continuous, but the

distribution was restricted to seven distinct scores across all 101 subjects.
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Hypothesis 1a: Lower Critical Thinking Sub-scores Predicting FTEP Failure
Hypothesis 1a (H1a) asserted that lower SJT sub-scores in critical thinking
would predict FTEP failure. The direct logistical regression to assess the impact of
the critical thinking sub-scores on FTEP failure did not result in a supported model.
H1a was not supported.
The full model containing the critical thinking sub-score as the predictor
was not statistically significant 𝑥𝑥 2 (1, 𝑁𝑁 = 101) = .183, 𝑝𝑝. 669, indicating that the
model was unable to significantly distinguish between officers who took the
selection testing and failed FTEP and those who passed FTEP. This model
displayed no prediction in FTEP failure. Table 2 reflects that the critical thinking
sub-score is not a predictor based on these data and non-supported predictive
model.
Table 2
Logistic Regression: Critical Thinking Predicting Training Performance (H1a)
B
Critical
Thinking
Sub-score

S.E. Wald df

.266 .630

.178

1

p

Odds Ratio

.673

1.305

95% C.I. for EXP(B)
Lower
Upper
.38

4.48

The independent variable, critical thinking sub-score, for H1a proved
considerably restrictive. All nine SJT sub-scores are continuous reflective scores; 1
(risk), 2 (some problem), 3 (normal), and 4 (good). The critical thinking sub-score
was severely restricted in range. There were no scores reflecting risk, three (3%)
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with some risk, the majority (n=78, 77.2%) scored in the normal range, while 20
(19.8%) scored good.
Hypothesis 1b: Lower Reading Scores Predicting FTEP failure.
Hypothesis 1b (H1b) expected lower reading scores to predict FTEP failure.
A direct logistical regression was performed to assess the impact of reading scores
on FTEP failure, which resulted in a supported model. This model contained
reading scores as the independent variable exploring prediction of FTEP failure.
The full model was statistically significant 𝑥𝑥 2 (1, 𝑁𝑁 = 101) = 7.97, 𝑝𝑝 <

.05, indicating that the model was able to distinguish between officers taking the
selection testing who failed FTEP and those who passed FTEP. The model as a

whole explained between 7.6% (Cox and Snell R square) and 13% (Nagelkerke R
square) of variance in officers failing FTEP and correctly classified 18.8% (3/16) of
officers who failed training and 97.6% (83/85) of officers who passed with an
overall correct classification of 85.1 percent.
Table 3 demonstrates that reading score do contribute significantly to the
model. In this model, reading recorded an odds ratio of .839. This indicates that
officers were .839 times more likely to not fail FTEP per 1 point (unit) increase in
reading score. Officers who passed during FTEP had higher reading scores in the
model.
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Table 3
Logistic Regression: Reading Score Predicting Training Performance (H1b)

*p<0.05

The results of this model support H1b, as lower reading scores in the model

did significantly predict FTEP failure. Readings scores are continuous, but the
distribution was restricted to seven distinct scores across all 101 subjects, as in H1.
Hypothesis 2: Selection Scores and Sub-scores Scores Predicting Overall
Turnover
Hypothesis 2 (H2) anticipated that the three main selection scores (SJT
video, writing, and reading) along with the nine SJT sub-scores would offer
prediction toward overall turnover. A direct logistical regression was used to assess
the impact of the twelve independent variables on overall turnover. While reading
was significant and critical thinking approached significance (𝑝𝑝 = .053), the

model was not statistically significant, resulting in an unsupported model. H2 was
not supported.
The full model containing the three main scores (SJT video, writing, and
reading) along with the nine SJT video sub-scores was not statistically
significant 𝑥𝑥 2 (12, 𝑁𝑁 = 101) = 13.146, = .358, indicating that the model was

unable to distinguish between officers who left the agency and those retained.
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Table 4 reflects the independent variables explored in the model.
Table 4
Logistic Regression: Predictors Officer Turnover(H2)

*p<.05

Given the SJT sub-scores are derived from the SJT video score, another

analysis was run without the SJT video score. This model was also not supported,
𝑥𝑥 2 (11, 𝑁𝑁 = 101) = 12.262, 𝑝𝑝 = .344, with reading being significant (𝑝𝑝 =
.009), and critical thinking approaching significance (𝑝𝑝 = .084).

This attempted exploratory model was challenged with some restricted

variables. The nine continuous sub-scores were coded as 1 (risk), 2 (some
problem), 3 (normal), and 4 (good). Some of these sub scores had range restrictions
similar to the distribution restriction from H1a. Table 4a explores the nine SJT subscore distribution.
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Table 4a
Sub-score Distributions and Range Restrictions H2

Critical Thinking
Investigative
Team Orientation
Confrontation
Restraint
Ethical Orientation
Empathy
Org. Orientation
Community Relations

Risk
0
0
5
0
1
1
0
1
1

Some Problems
3
0
10
1
7
13
2
12
3

Normal
78
95
78
69
70
69
59
79
84

Good
20
6
8
31
23
18
40
9
13

Hypothesis 2a: Lower Reading and Critical Thinking Sub-scores Predicting
Involuntary Turnover
Hypothesis 2a (H2a) theorized that lower reading scores, along with lower
critical thinking sub-scores, would predict involuntary turnover. A direct logistical
regression was performed to assess the impact of both factors on involuntary
turnover. This predictive model did support the hypothesis.
The model contained two independent variables consisting of the reading
scores and critical thinking sub-scores. The full model containing both predictor
variables was statistically significant 𝑥𝑥 2 (2, 𝑁𝑁 = 101) = 13.454, 𝑝𝑝 < .01,

indicating that the model was able to distinguish between officers who took the
selection testing and were involuntarily separated from those who voluntarily left
or were retained by the agency. The model as a whole explained between 12.5%
157

(Cox and Snell R square) and 19.5% (Nagelkerke R square) of variance in officers
involuntarily and voluntarily separated, and correctly classified 23.8% (5/21) of
officers who involuntarily separated and 98.8% (79/80) of officers not involuntarily
separated with an overall correct classification of 83.2 percent.
Table 5 demonstrates that only one of the independent variables, reading
scores, contributes significantly to the model. Reading being the only strong
predictor for officers leaving the agency recorded an odds ratio of .812. This
indicates that officers were .812 times more likely to be separated involuntarily for
every 1 point (unit) decrease in reading score. Officers involuntarily separated had
lower reading scores controlling for the other factor, critical thinking sub-score, in
the model.
Table 5
Logistic Regression: Reading and Critical Thinking Predicting Involuntary
Turnover (H2a)

Critical
Thinking
Reading
Score
*p<.05

B

S.E.

Wald

df

p

Odds
Ratio

95% C.I. for
EXP(B)
Lower Upper

-.964

.683

1.992

1

.158

.382

.1

1.455

-.208

.068

9.371

1

.002*

.812

.711

.982

The results of this model support H2a as lower reading scores in the model
did significantly predict involuntary turnover.
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Hypothesis 2b: Writing and Select Sub-scores Predicting Voluntary Turnover
Hypothesis 2b (H2b) theorized that higher writing and critical thinking sub
scores and lower sub scores in confrontation and organizational commitment will
predict voluntary turnover. A direct logistical regression was used to assess the four
independent variables on voluntary turnover. The model and H2b are not
supported.
The full model consists of the writing score and the three SJT sub-scores of
critical thinking, confrontation, and organizational orientation. This model was not
statistically significant 𝑥𝑥 2 (4, 𝑁𝑁 = 101) = 3.392, 𝑝𝑝 = .494, indicating that the

model was unable to distinguish between officers who voluntary left the agency
and those who did not. Table 6 reflects the independent variables explored in the
model.
Table 6
Logistic Regression: Predictors of Voluntary Turnover (H2b)

The three sub-scores in this exploratory model suffered from range
restrictions as reflected in Table 6a. Given these restrictions, the model presents
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challenges to the assumptions of logistic regression (Field, 2013; Pallant, 2013;
Tabachnick & Fidell, 2007). Writing scores did approach statistical significance in
a one-tailed perspective, 𝑝𝑝 = . 108, suggesting more robust data from a larger

sample may offer future opportunities.
Table 6a

Sub-score Distributions and Range Restrictions H2b
Risk
Critical Thinking
Confrontation
Org. Orientation

0
0
1

Some
Problems
3
1
12

Normal

Good

78
69
79

20
31
9

Supplemental Analyses
Supplemental analyses intended to explore additional models related to both
the RQs and to inform practitioners interested in exploring strategies toward
improving turnover. The models reported in the supplemental analyses explore the
following independent variables.
Reading score less than 90 (Read<90). The continuous reading scores do
not have a good distribution and are limited to seven unique scores. Several reading
dichotomous recodes (100, 96.67, less than 93.33, and less than 90) were created to
further explore reading in a more meaningful exploration for practitioners. The
lowest band of reading scores (n=7) is Read<90 and coded “0” for no and “1” for
yes as belonging to this group.
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Candidate retest (Retest). Officers who completed the selection battery
more than one time (n=14) make up the subjects in this variable. The variable of
officers retesting is labelled Retest and coded “0” for no and “1” for yes regarding
group membership.
Candidate retest fail then pass (Retest_FP). Officers retaking the
selection battery who initially failed (n=7) before passing the battery are explored.
The fail then pass retest group is labelled Retest_FP and coded “0” for no and “1”
for yes indicating group membership.
Prior military experience (Prior Military). This group is comprised of
officers with prior military experience (n=31). Officers with experience are labelled
Prior Military with “0” coded for no and “1” coded for yes toward group
membership. Analyses utilizing Prior Military has a reduced pool (N=97) as four
candidates’ membership status was unknown.
Prior law enforcement experience (Prior LE). Officers taking the
selection battery with prior law enforcement experience (n=15) are explored in the
supplemental analyses. This group, Prior LE, is coded “0” for no and “1” for yes
signifying group membership. Analyses utilizing Prior LE has a reduced group
(n=99) because two officers’ previous law enforcement experience was unknown.
Writing score 100 percent (Writing 100). The continuous writing scores
share only seven unique scores, as do reading scores. Several writing dichotomous
recodes (writing 100, writing 96.67, writing 93.33, writing less than 90, writing
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less than 82 and writing less than 80) were created to aid in exploratory modeling.
The highest writing score (100 percent) is labelled Writing 100 (n=41) with codes
of “0” for no and “1” for yes in group membership.
Restraint sub-score (Restraint). Many of the sub-scores had limited score
ranges as previously reflected in Table 4a. The restraint sub-score distributions
have scores throughout the group (high risk, n=1; some problems, n=7; normal,
n=70; good, n=23) thus offering the better potential to several restricted sub-scores
to explore predictive models. This continuous variable is labelled Restraint and is
intended to assess candidates’ ability to use only necessary and appropriate levels
of force to resolve law enforcement situations.
Ethical orientation sub-score (Ethical Orientation). Ethical orientation is
another continuous sub-score derived from the SJT video score (see Table 4a). As
with Restraint, the ethical orientation sub-score offers reasonable distributions
(high risk, n=1; some problems, n=13; normal, n=69; good, n=18). This variable is
labelled Ethical Orientation and is intended to assess a candidate’s ability make
ethical decisions.
Supplemental Analysis 1: Read<90 Predicting FTEP Performance Failure
Recall that in hypothesis H1b it was expected that lower reading scores
would predict field training performance. The direct logistical regression supported
the H1b model. Given the score distribution is limited, as discussed above, it was
prudent to explore additional modeling utilizing score “bands” for potential utility
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in predicting FTEP failure. Supplemental analysis 1 (S1) explores Read<90 and
FTEP failure. Direct logistical regression was deployed to assess the predictive
relationship, which resulted in a supported model.
The model contained Read<90 (n=7) as the independent variable exploring
prediction of field training performance. The full model was statistically
significant 𝑥𝑥 2 (1, 𝑁𝑁 = 101) = 12.047, 𝑝𝑝 < .01, indicating that the model was able

to distinguish between officers who took the selection battery and failed FTEP

from those passing FTEP. The model as a whole explained between 11.2% (Cox
and Snell R square) and 19.3% (Nagelkerke R square) of variance in officer failure
during FTEP and correctly classified 31.3% (5/16) of officers who failed FTEP and
97.6% (83/85) of officers who passed with an overall correct classification of 87.1
percent.
Table 7 demonstrates that Read<90 contributes significantly to the model.
In this model, not being in the Read<90 group (-B value) reported an odds ratio of
18.864 (inverted odds ratio per Pallant, 2013) indicating officers were nearly 19
times more likely to pass (not fail) if they had a reading score greater than 90.
Given Read<90 is a dichotomous variable (no, yes) there are no units to increase as
compared to the continuous reading score explored in H1b.
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Table 7
Logistic Regression: READ<90 Predicting Training Performance (S1)

*p<.01
As supported in H1b, officers who failed during FTEP had lower reading
scores in the model. The S1 model using Read<90 offers added predictability of
FTEP failure than the H1b statistically, albeit small, (H1b, 𝑝𝑝 < .005; 𝑆𝑆 1, 𝑝𝑝 <

.001) and in a practical sense. The S1 model predicted two additional officers those
who failed FTEP (H1b 3/16; S1 5/16) then H1b. Both identified the same officers

who passed (83/85). It is important to acknowledge that the population is relatively
small and additional agencies and subjects would improve the power of the
analyses. Interestingly, of the seven officers with Read<90, five failed FTEP, one
was terminated for discipline during FTEP, and one was not retained.
Supplemental Analysis 2: READ<90 and Retest FP Predicting FTEP Failure
This supplemental analysis (S2) model adds Retest_FP to READ<90 to
explore FTEP failure. Officers retaking the selection battery (n=14) fell into two
outcome groups. The “pass, pass” group retested for various reasons including an
attempt to improve one or more scores or the fact that time lapsed within a hiring
window and the candidate needed to retest. The seven who failed then passed are
the Retest-FP group. The direct logistical regression supported this model. Only
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READ<90 is statistically significant, with Retest_FP approaching significance in a
two-tailed model. In a one-tailed model both READ<90 and Retest_FP would be
significant.
The S2 model explored Read<90 with Retest_FP and FTEP failure. The
direct logistical regression used to assess the predictive relationship resulted in a
supported model. The model contained Read<90 and Retest_FP as independent
variables exploring prediction of FTEP failure. The full model was statistically
significant 𝑥𝑥 2 (2, 𝑁𝑁 = 101) = 14.715, 𝑝𝑝 < .01, indicating that the model was able

to distinguish between officers who took the selection testing who failed FTEP and
those who passed FTEP. The model as a whole explained between 13.6% (Cox and
Snell R square) and 23.3% (Nagelkerke R square) of variance in officer success
during FTEP and correctly classified 31.3% (5/16) of officers who failed FTEP and
97.6% (83/85) of officers who passed training with an overall correct classification
of 87.1 percent.
Table 8 demonstrates that READ<90 contributes significantly to this model
with Retest_FP approaching (two-tailed) significance. In this model, not belonging
to the Read<90 group (-B value) reported an odds ratio of 18.867 indicating

officers were almost 19 times more likely to pass (inverted odds rations per Pallant,
2013) if they had a reading score higher than 90 in this model.
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Table 8
Logistic Regression: READ<90 and RETEST_FP Predicting Training Failure (S2)

*p<0.01
The S2 model adds additional prediction above READ<90 toward FTEP
outcomes as reflected in the variance explained. The S2 model explains 13.6%,
opposed to 11.2% in S1, (Cox and Snell R square) and 23.3%, compared to 19.3%
from S1, (Nagelkerke R square). Additional agencies and subjects to future
analyses may produce more power and enhance the role of Retest_FP. Additional
future recommendations and applied implications will be explored in chapter 5.
Supplemental Analysis 3: Predictive Model of Overall Turnover.
Supplemental analysis 3 (S3) revisits predictors of overall turnover initially
explored in H2. H2 anticipated that the three main selection battery scores along
with the SJT sub-scores would offer prediction of overall turnover. The H2 model
was not supported. The S3 model contains the continuous writing and readings
scores from the H2 model, with repeated selection battery, prior law enforcement
experience, and prior military experience to explore potential prediction of overall
turnover. S3 deploys a direct logistical regression and resulted in a supported
model.
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The model contained Writing, Reading, Repeat, Prior LE, and Prior
Military as independent variables exploring prediction of overall turnover. The full
model was statistically significant 𝑥𝑥 2 (5, 𝑁𝑁 = 97) = 14.291, 𝑝𝑝 < .05, indicating

that the model was able to distinguish between officers who took the selection

testing who left and those retained. The model as a whole explained between 13.7%
(Cox and Snell R square) and 18.5% (Nagelkerke R square) of variance in officer’s
leaving and correctly classified 42.5% (17/40) of officers who left and 82.5%
(47/57) of retained officers with an overall correct classification of 66 percent.
Table 9 demonstrates that reading scores contribute significantly to this
model. Prior LE approached (two-tailed) significance. In this model, reading
recorded an odds ratio of .851. This indicates that officers were .851 times more
likely to leave for every 1 point (unit) decrease in reading score. Officers who left
the agency had overall lower reading scores in the model then those retained.
Table 9
Logistic Regression: Predictors Officer Turnover (S3)

*p<0.05
While Prior LE only approached two-tailed significance (𝑝𝑝 = .067) it may
167

be of value to practitioners. Officers with prior experience (n=15) were retained
12/3. The model suggests that officers with prior experience are 4 times more likely
to stay than officers without prior experience. Additional agencies and subjects
would be necessary to add power with the potential to revisit the potential role
Prior LE has on retention. Additional recommendations for future research and
potential applied utility will be discussed in chapter 5.
Supplemental Analysis 4: READ<90 and Repeat Predicting Involuntary
Turnover
Supplemental analysis 4 (S4) revisits prediction of involuntary turnover
previously explored on H2a that explored lower reading and critical thinking
scores. The H2a model was supported with reading being statistically significant in
the model. The H2a model explained between 12.5% (Cox and Snell R square) and
19.5% (Nagelkerke R square) of involuntary turnover variance. Given the restricted
range in critical thinking sub-scores (see Table 4a) exploring other potential
predictors, in addition to low reading, may produce applied utility. S4 explores
READ<90 (n=7), as opposed to the previous reading continuous score, and
repeated selection battery (Retest, n=14) in this model. A direct logistical
regression was performed to assess the impact of both factors on involuntary
turnover resulting in a supported model where both dichotomous factors
significantly contribute.
The S3 model with READ<90 and Repeat exploring potential prediction for
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involuntary turnover. The full model containing both predictor variables was
statistically significant 𝑥𝑥 2 (2, 𝑁𝑁 = 101) = 18.977, 𝑝𝑝 < .001, indicating that the

model was able to distinguish between officers who took the selection testing and
experienced involuntary turnover and those who did not (left voluntarily or
retained). The model as a whole explained between 17.1% (Cox and Snell R
square) and 26.8% (Nagelkerke R square) of variance in officers leaving the agency
involuntarily, and correctly classified 28.6% (6/21) of officers who involuntarily
separated as well as 98.8% (79/80) of officers who left voluntarily or retained with
an overall correct classification of 84.2 percent.
Table 10 demonstrates that both independent variables contribute
significantly to the model. READ<90 (-B value) for officers not leaving the agency
involuntarily recorded an odds ratio of 25.641 indicating officers were more than
25 times more likely to not be involuntarily separated (inverted odds rations per
Pallant, 2013) if their reading score was more than 90. RETEST (-B value) resulted
in an odds ratio of 4.081 indicating that officers who did not retest were four times
more likely (inverted odds rations per Pallant, 2013) to not be involuntarily
separated. Officers not involuntarily separated, in this model, had higher reading
and were less likely to have retaken the selection battery test than those who were
involuntarily separated.
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Table 10
Logistic Regression: READ<90 and Retest Predicting Involuntary Turnover (S4)

*p<0.05
The S4 model provided an improved explanation of the variance; 17.1%
over 12.5% (Cox and Snell R square) and 26.8% over 19.5% (Nagelkerke R
square) to that of H2a, which explored reading scores and critical thinking. Correct
classification was improved with successful prediction of one additional officer (6
vs 5) involuntarily separated. Potential applied utility will be discussed in chapter
5.
Supplemental Analysis 5: Predictive Model of Officers Requiring Remedial
Training
This supplemental analysis (S5) is exploring an aspect important to
practitioners charged with facility transfer of training to newly hired officers.
Officers not completing the FTEP process account for 28 percent of overall
turnover (28/101) The majority of those not completing FTEP are due to failure
(n=16). Interestingly, many without performance issues simply change their mind
about law enforcement during FTEP (n=9). Three officers were disciplinary
terminations during FTEP. These issues related to officers not successfully clearing
FTEP are worthy to explore. S5 explores officers needing remedial training, the
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most common issue with turnover consequence during the FTEP process.
This S5 explores officers requiring remedial training. There were 23
officers requiring remedial training during FTEP. Thirteen officers ultimately failed
with seven officers successfully completing FTEP. This analysis explores the
independent variables of READ<90, writing scores of 100 (Writing 100), a restraint
sub-score of good (Restraint_Good), team orientation sub-score, ethical orientation
sub-score, organizational orientation sub score, community relations sub-score, and
prior military experience to explore any predictive nexus to officers requiring
remedial training. The direct logistical regression of these factors on the need for
remedial training resulted in a supported model. The model was supported with
READ<90 as statistically significant in the model. Writing 100 and Restraint_Good
approached statistical significance (two-tailed) in the model.
The S5 model with the dichotomous variables of READ<90 (n=7), Writing
100 (n=41), Restraint_Good (n=23), Prior Military (n=31), and the continuous subscores of team orientation, ethical orientation, organizational orientation and
community relations along with the need for remedial training was explored. The
full model containing all predictor variables was statistically significant 𝑥𝑥 2 (8, 𝑁𝑁 =

97) = 17.986, 𝑝𝑝 < .05, indicating that the model was able to distinguish between

officers who took the selection testing and needed remedial training and those who
passed FTEP remedial training. The model as a whole explained between 18%
(Cox and Snell R square) and 29.3% (Nagelkerke R square) of variance in officers
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requiring remedial training and correctly classified 33.3% (6/18) of officers who
required remediation and 96.2% (73/76) of officers who passed FTEP without
remedial training with an overall correct classification of 84.5 percent.
Table 11 demonstrates that READ<90 contributes significantly to the
model, and Writing 100 and Restraint_Good each approached
significance (each at 𝑝𝑝 = .059). READ<90 (-B value) for officers not requiring

remedial training recorded an odds ratio of 20.408 indicating officers were more
than 20 times more likely not to need remedial training (inverted odds ratios per
Pallant, 2013) if their reading score is more than 90. This suggests that reading
scores above 90 are a protective factor regarding the need for remedial training.
The variable of Writing 100 ( 𝑝𝑝 < .059) resulted in an odds ratio of 3.556

indicating that officers with a writing score of 100 were roughly 3.5 times more
likely to require remedial training. Restraint (𝑝𝑝 < .059) had a negative B value

with an odds ratio of 2.86 indicating that officers were 2.86 times more likely to not
need training (inverted odds ratios per Pallant, 2013), suggesting that it is also a
protective factor. This model suggests that there is a greater likelihood that officers
can avoid remedial training with the protective factors of reading above 90 percent
and the upper bound restraint score (good) and will more likely need remedial
training if they scored perfectly in writing.
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Table 11
Logistic Regression: Predictors of Remedial Training (S5)

*p<.01
This analysis only had 97 (of 101) subjects, as four officer’s data regarding
prior military service was unknown. Discussion on the Writing 100 group and
higher restraint scores will be discussed in the context of potential applied utility in
chapter 5.
Supplemental Analysis 6: Predicting Officers Failing Remedial Training
It may be helpful to the field to distinguish those requiring remedial training
that pass and fail. This supplemental analysis explores the officers that fail remedial
training. This supplemental analysis (S6) searches for a predictive model of
remedial training failure. The model analysis explores the independent continuous
variables of SJT video and reading scores with dichotomous variables of Writing
100, Repeat_FP, Prior Military, and Prior LE to explore for a predictive nexus to
remedial training failure. The model was supported with reading and repeating the
173

selection battery with initial fail being statistically significant in the model. Writing
100 approached statistical, two-tailed, significance at 𝑝𝑝 = .081.

The S6 model SJT video, reading, Writing 100, Repeat_FP, Prior Mil, and

Prior LE along with remedial training failure was explored. The full model
containing all predictor variables was statistically significant 𝑥𝑥 2 (6, 𝑁𝑁 = 97) =

17.454 𝑝𝑝 < .01, indicating that the model was able to distinguish between officers
who took the selection testing and needed remedial training and those who did not
require remedial training during FTEP. The model as a whole explained between
16.5% (Cox and Snell R square) and 32.5% (Nagelkerke R square) of variance in
officers leaving the agency involuntarily and correctly classified 27.3 (3/11) of
officers who failed remediation, and 96.5 (83/86) of officers who did not need
remedial training with an overall correct classification of 88.7 percent.
Table 12 demonstrates that two independent variables, reading and
Retest_FP, contribute significantly to the model. In this model, reading recorded an
odds ratio of 1.261. This indicates that officers were .793 times more likely to pass
remedial for every 1 point (unit) increase in reading score. Retest_FP (-B value)
recorded an odds ratio of 11.111 indicating that officers were more than 11 times
less likely to fail remedial training if they did not fail the selection battery initially.
This model suggests that officers with lower reading scores are more likely to fail
remedial training as are those who failed on their first selection test attempt.
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Table 12
Logistic Regression: Predictors of Remedial Training Failure (S6)

*p<.05
This analysis only had 97 (of 101) subjects as four officers’ data regarding
prior military service was unknown. Writing 100, which approached two-tailed
significance, will be further discussed in chapter 5 along with other applied utility
opportunities.
Synthesis and Summary of Data
The goal of this exploratory study was to search for potential predictive
nexuses between selection battery tests and turnover outcomes. Specifically, do
law enforcement SJT selection batteries offer predictive utility toward field
training performance (RQ1) and turnover outcomes (RQ2). This research is of
interest to the study agency in their constant search for strategies to improve field
training outcomes and retention. These findings may offer empirical insights to
impact interventions toward improving success rates of training and other
retention related efforts.
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Specific findings. The study population was limited to officers hired at the
mid-sized Florida agency who were selected, in part, using scores from the SJT
selection battery deployed in October 2012. This limits the scope of study for the
agency population. The sample does not include any transfer of training or
retention data for officers selected prior to the battery first deployed in October
2012. Officers hired as early as 1989 have yet to retire.
Context relevant limitations related to findings interpretations. Functional
turnover, such as retirement, was not part of the study. Only one officer from the
study population retired at retirement age. Turnover related to shocks, where
external events push or pull employees to leave (Burton, Holtom, Sablynski,
Mitchell, & Lee, 2010), were also limited by the sample. The scope of the study is
a limitation as only recent agency members (since October 2012) are included.
While the population sample only explores officers hired during the past
seven and a half years, it does offer a good snapshot of contemporary recruits for
exploring field training failure. While the sample size is relatively small for
exploratory analysis, which is not uncommon in applied studies, it is sufficient and
offers a conservative approach as power is lower than a more robust population,
and due to the use of a two-tailed test of significance.
Field training performance. Hypothesis 1 explored SJT video and reading
scores in a model to test prediction of passing field training. Reading was
statistically significant (𝑝𝑝 = .006) in the model shared with the SJT video score.
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The H1 model (Table 1) suggests that officers are 1.19 times more likely to pass for
every point increase in reading score. For example, an officer scoring 96.67 is 7.93
times more likely to pass than an officer scoring 90. The same officer is nearly 20
(19.83) times more likely to pass than an officer at the minimum cut score of 80.
Hypothesis 1b explored reading as a sole predictor related to field training
failure. That model was supported, and reading was statistically significant (𝑝𝑝 =

.006) in predicting training failure. The H1b model (Table 3) suggests that officers

are .839 times more likely to fail for every point decrease in reading score. For
example, an officer scoring 90 is 5.59 times more likely to fail than an officer

scoring 96.67. An officer scoring 80, the minimum cut score, is nearly 14 (13.98)
times more likely to fail than an officer scoring 96.67.
It is clear reading scores predict field training performance. Additional
models were explored in supplemental analyses (S1& S2) regarding reading
scores’ prediction for training failure. These analyses may prove more beneficial
for practitioners. Recall the recode of the seven distinct scores for reading (100,
96.67, 93.33, 90, 86.67, 83.33, and 80) into reading score “bands” of 100, 96.67,
less than 93.33, and less than 90.
The S1 model (Table 7) explored the relationship between having a
reading score of less than 90 percent (Read<90) and field training failure. The
supported model showed reading as statistically significant (𝑝𝑝 = .001). This

showed that a reading score above 90 is a protective factor against failure where
177

officers scoring higher than 90 were 18.86 times more likely not to fail than those
scoring less than 90. The model also had improved statistical significance
compared to H1b, as well as positively predicting two additional officers in the
failed group.
The S2 model (Table 8) explored whether having a reading score of less
than 90 percent (Read<90) and having a selection battery retest, where the officer
initially failed, (Retest_FP) predicted field training failure. This model was
supported with Read<90 being statistically significant (𝑝𝑝 = .001) and Retest_FP

approaching statistical significance (𝑝𝑝 = .083). This model interacted similarly to
the S1 model where it showed that reading above 90 is a protective factor against

failure, where officers scoring higher than 90 were 18.86 times more likely not to
fail than those scoring less than 90. Retest_FP, while only approaching two-tailed
significance, suggests the potential of an additional protective factor for passing.
Retest_FP suggest that officers who did not retest with an initial failure were 4.73
less likely to fail than those who did fail their initial attempt.
Field training outcomes: Bottom line. The findings related to predicting
field trading performance is that reading scores predict. Both the continuous
reading scores and banded reading less than 90 predict failure and success in field
training. There is some support that officers retesting after an initial selection
battery failure may also have a predictive nexus.
Turnover. Hypothesis 2 posited that all three SJT selection battery main
178

scores, SJT video, writing, and reading, along with all SJT sub-scores would offer
prediction of overall turnover. The model was not supported although reading
remained statistically significant. The H2 model (Table 4) had a challenge of
range restriction of some of the sub-scores (see Table 4a).
Hypothesis 2a explored lower reading scores and the critical thinking subscore to predict involuntary turnover. Despite range restriction in critical thinking,
the model was supported. The Reading score was statistically significant (𝑝𝑝 =
.002) and the model was supported. The H2a model (Table 5) suggests that

officers are .812 times more likely to be involuntarily separated for every point
decrease in reading score. According to this model, an officer with a score of 90
is 5.41 times more likely to be involuntary separated than an officer scoring
96.67. An officer with the minimum cut score of 80 is over 13 (13.53) times more
likely to be terminated.
The H2b model (Table 6) considered the writing score and the sub-scores
of critical thinking, confrontation, and organizational commitment as a predictor
model of voluntary turnover. Several models predicting voluntary turnover were
explored with no supported models identified. Overall turnover was revisited in
supplemental analyses.
Supplemental analysis 3 revisited overall turnover with potential predictors
of writing score, reading score, repeated selection battery, prior law enforcement
experience, and prior military experience resulting in a supported model. Reading
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again proved statistically significant (𝑝𝑝 = .017) with Prior_LE approaching two-

tailed significance (𝑝𝑝 = .067).

The S3 model (Table 9) suggests that officers are .851 times more likely to

leave for every point decrease in reading score. Continuing with the previous
examples, an officer scoring 90 is 5.67 times more likely to leave than an officer
scoring 96.67. An officer passing with the minimum score (80) is 14.18 times more
likely to leave compared to an officer scoring 96.67. Prior law enforcement
experience approached two-tailed significance (𝑝𝑝 = .067) and may possibly be a
protective factor. The study suggests Prior LE may make officers with prior
experience 4.019 times less likely to turnover for any reason.
Involuntary turnover was revisited in the S4 model. S4 explored reading
scores less than 90 percent (Read<90) and officers who repeated the selection
battery involuntarily, regardless if the initial attempt was failed or passed
(Repeat), and turnover. This model was supported with both variables, Read<90
(𝑝𝑝 = .004) and Repeat (𝑝𝑝 = .038), being statistically significant.

The S4 model (Table 10) suggests that reading scores above 90 are a

protective factor against involuntary turnover. This suggests that officers scoring
higher than 90 were 25.64 times more likely not to be terminated than those scoring
less than 90. The model also suggests that Retest is a protective factor, while also
suggesting that officers who did not retest are 4.08 times less likely to involuntarily
separate than those who did not retest.
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Turnover outcomes: Bottom line. Reading scores, as with training
outcomes, have a predictive nexus with overall turnover and involuntary turnover.
Continuous reading scores and banded reading scores less than 90 predict turnover
outcomes, as well as failure and success in field training. Officers retaking the
selection battery impacts involuntary turnover. Potential support exists that officers
with previous law enforcement experience are shielded from overall turnover.
Remedial training. The two final supplemental analyses explore officers
requiring remedial training (S5) and those who failed remedial training (S6).
Police agencies, field training officers, and their supervisors invest substantial
resources and time in preparing officers for solo duty. Officer performance
deficiencies result in mandated remedial training (n=23) with most subsequently
failing (n=13).
The need for remedial training. The S5 model exploring officers requiring
remedial training included nine independent variables and was supported.
READ<90 was statistically significant (𝑝𝑝 = .002), while writing score 100 and

restraint sub-scores in the “good” category each approached (two-tailed)
significance at (𝑝𝑝 = .059).

The S5 model (Table 11) suggests that reading scores above 90 are

protective against needing remediation. This suggests that officers scoring higher
than 90 were 20.408 times more likely not to need remediation than those scoring
less than 90. This model also suggests that perfect writing scores (Writing 100)
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may lead to the need for remedial training at 3.621 times more than officers scoring
less than 100 percent on the writing test. The SJT restraint sub-score of “good” may
also be a protective factor in that officers scoring “good” in restraint are 2.863
times more likely to avoid remedial training in the model.
Remedial training failure. The final supplemental analysis in the study
(S6) explored officers failing remedial training and produced a supported model.
Reading scores (𝑝𝑝 = .004) and repeated selection battery with initial failure

(𝑝𝑝 = .042) were statistically significant in the model. Writing 100 approached
significance (𝑝𝑝 = .081), as a potential predictor consistent with the need for
remedial training from S5.

The S6 model (Table 12) suggests that officers are 1.261 times more
likely to fail remedial training for every point decrease in their reading score.
Using the continuing example, an officer scoring 90 is 8.41 times more likely to
fail remedial training than an officer scoring 96.67. An officer with a reading
score of 80, the minimum passing score, is 21.02 times more likely to fail
remedial then an officer scoring 96.67. Officers not retaking the selection battery
following an initial failing score have a protective factor and are 11.111 times less
likely to fail remedial training than those who did retest following a failure.
Officers with writing scores of 100 (n=41) approached two-tailed
significance (𝑝𝑝 = .081). As in S5, Writing 100 may indicate an increased

likelihood of failing remedial training at 5.334 times more than officers scoring
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less than 100 percent on the writing test.
Remedial training outcomes: Bottom line. The need for remedial training
and those officers who were failing remedial training were explored in the
models. As with training and turnover outcomes, reading proved to offer the best
and most consistent predictor related to remedial training performance. Those
officers who initially failed the selection battery were unlikely to pass remedial
training.
Perfect writing scores of 100 percent and “good” restraint sub-scores
approached significance and warrant additional inquiry. “Good” ratings in
restraint as a protective factor against the need for remedial appears logical if
selection battery factors tapped into positive performance outcomes. Writing
scores of 100 (41/101) requires additional study. It is possible that the writing
battery taps attention-to-detail issues that, in excess, can hamper pragmatic
process. It is also possible the relationship is spurious based on the group size and
psychometric properties of the test.
Several models exploring prediction for remedial training success were
not supported. Given the group that passed (n=7), the study may be likely lacking
predictive power. Discussions related to future research in the following chapter
will include recommendations for studying successful officers in remedial
training.
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Findings Informing the Problem Statement.
The research questions for this study inquired into whether SJT selection
batteries offer prediction to field training performance and turnover outcomes.
Although not all of the hypotheses models were supported, those that were, along
with the supplemental analyses, do affirmatively respond. This research offers new
insights regarding selection instruments and prediction of actual turnover
(voluntary and involuntary), including field performance failure. Immediate applied
utility may be possible. For example, utilizing officer’s reading scores can assist in
offering them additional training prior to starting the FTEP, if they have scores
below 90.
Contribution to applied practice. This research is of interest to the
agency observed as well as law enforcement administrators in general. In an
environment where law enforcement continues to struggle with qualified
applicants, the quest for proactive strategic initiatives is ongoing. Interventions
and strategies to facilitate improved training outcomes and retention of new
officers saved agencies valuable resources, in both time and finances. Selection
process decisions, training officer assignments, and proactive pre-FTEP training
programs are potential data-driven initiatives.
Applied practice contributions. The potential impact of this exploratory
study includes training opportunities and selection process policy review. Given
that selection battery information exists and is available, data can offer added
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utility in exploring strategies. It is important, however, to recognize and discuss
the reality that any intervention or strategy must consider potential unintended
consequences. These will be discussed with each possible contribution.
It is also critical, in an applied context, that this study be used as an initial
exploratory study to establish a foundation for additional study. With respect to
this critical consideration, immediate applied practice contributions are
purposefully limited. The potential for future applied contributions will be further
explored in chapter 5.
Pre-FTEP training opportunities. Reading scores predict outcomes in this
study. Officers with reading scores less than 90 (n=7) are readily identifiable prior
to starting field training. All seven officers in this study with reading scores below
90 are no longer with the agency. Six of the seven did not make it out of FTEP.
Five officers failed, all recording critical report writing deficiencies. One officer
was fired for discipline. The one that completed FTEP left after one year.
The reading cut score is set by the vendor. It would not be advised to
consider raising the cut score without additional research, including adverse
impact concerns. It is, however, prudent to explore creating a structured pre-FTEP
training program for officers scoring 90 or below. Initial steps would include a
focus group with field training officers to explore critical performance
deficiencies and explore pedagogically sound training. Report writing, for
example, is an identified performance deficient area that training may explore.
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Selection battery retest. Both retaking the test and taking the test with an
initial fail were either statistically significant, or approached significance, in
several models. Fourteen officers retook the exam with only five retained.
Additional exploration of the three test scores (SJT video, writing, and reading)
among the retest officers is warranted. Data suggests that those with low reading
scores that retook the exam did not succeed in training. A search for more specific
interactions may produce better policy frameworks on determining retest
opportunities.
Changing mind about law enforcement. Nine officers did not complete
field training because they changed their mind about law enforcement while in
FTEP. None had recorded performance deficiencies in their DORs. In
comparison, two officers changed their minds about law enforcement and left post
FTEP with three changing professions. While exploratory modeling failed to
identify prediction to voluntary turnover in this study, the fact that nine left stating
they changed their minds, compared to 16 who failed training, warrants review.
An initial recommendation is for the agency to review any literature or
media related to realistic job previews (RJPs). When deployed correctly, RJPs can
reduce turnover (Griffith et al., 2002; Dalessio, 1994; Jones et al., 2002; Scott &
Jones, 2003). Additionally, exploring ride-along initiatives for candidates may
prove worthwhile. The ultimate goal is to help candidates assess if law
enforcement is a good career (P-J) or organization (P-O) fit prior to costly
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training.
Chapter Summary.
This study was successful in establishing that SJT selection battery scores
do have a predictive nexus to field training and turnover outcomes. While some
hypotheses did not result in supported exploratory models in binary logistic
regression analyses, the supported hypotheses and supplemental analyses lay the
groundwork to explore SJT selection battery scores, particularly reading, thus
meeting the goal to inform the gap in literature. Chapter four reported and
discussed the analyses and findings, offered a synthesis of these findings, and
discussed applied application considerations.
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Chapter 5

Overview

Discussion, Implications, and Recommendations

Chapter 5 is intended to further discussion of the study results, study
implications, and empirical and applied recommendations for future study. This
final chapter will commence with an overview of the applied problem, review
major literature that serves as the study foundation, as well as provide a summary
of findings and implications.
The chapter continues with exploring the potential theoretical contributions,
as discussed in chapter one, and will be revisited with the study’s implications on
those expected contributions. Contributions to literature and practice will be
explored, with a focus on findings that support and differ from existing theory. The
chapter continues by exploring conclusions and implications related to informing
literature, potentially influencing application, and discussing limitations and
boundary conditions. Recommendations for applied practice as well as future
research will precede concluding the discussion.
Applied research problem. The research problem explored in this study
focuses on the public sector turnover issue in police officers. Issues related to
police turnover include recruiting, selection, training, and retention (Cavanaugh,
2013; Haarr, 2001; Jordan et al., 2009; Koper et al., 2001; Maciag, 2018; National
Research Council, 2004; Orrick, 2008; PERF, 2013; Selden et al., 2013; CSLGE,
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2017; Smith, 2016; Wilson, 2012; Wilson, 2014; Wolfe & Nix, 2016; Woska,
2006; Woska, 2016). Various dynamic challenges, such as economic, social, and
workforce issues make understanding and responding to this threat to the
capabilities of most (small and mid-sized agencies) police agencies increasingly
challenging (Jordan et al., 2009; Orrick, 2008: Smith, 2016, Wilson, 2014; Woska,
2016).
Law enforcement is a high consequence industry (Barrett et al., 2010) where
the cost of turnover extends beyond the immediate resource loss (Barrick &
Zimmerman, 2009; Hom et al., 2017; Maltarich, Nyberg, & Reilly, 2010; Van
Iddekinge et al., 2011). Ployhart and Weekley (2010) discussed the critical
learning curve required in complex roles, such as policing, that is needed for an
officer to contribute fully to the agency.
Organizations must consider the cost of onboarding and training new
employees. The average employee, regardless of industry or sector, has a learning
curve before the new employee fully contributes to the organization. This learning
curve takes even longer in complex roles, such as policing (Ployhart & Weekley,
2010). Diminishing applicant pools compound the turnover issue for agencies
(Barrett et al., 2010; Cavanagh, 2003; Haarr, 2001; Koper, Maguire, & Moore,
2001; Orrick, 2008; Selden et al., 2013; Smith, 2016; Wilson, 2012; Woska, 2016).
There are significant workforce challenges facing policing, such as labor
market conditions, generational differences, norms related to shorter lengths of
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employment, and job mobility (Chen & Chang, 2010; Dess & Shaw, 2001; Hom et
al., 2017; Kacmar et al., 2006; Mabon, 1994; Ployhart, 2006; Ployhart & Weekley,
2010). Recruiting, selection, and training challenges related to turnover result in
costly, and dysfunctional, turnover to police ranks. This dysfunctional turnover
forces agencies back to searching for qualified candidates in a diminishing
candidate pool. Returning to this pool in a quest for quality applicants is especially
problematic for small and mid-sized law enforcement agencies that comprise the
majority of U.S. agencies.
SJT selection batteries. SJTs have been researched related to employee
selection resulting in substantial empirical support in predicting job performance
(Clevenger, Pereira, Wiechmann, Schmidt, & Harvey, 2001; Motowidlo & Tippins,
1993; Pulakos & Schmitt, 1996; Weekley & Jones, 1999). Chan and Schmitt (2002)
and Weekley and Ployhart (2005) suggested that SJTs have higher selection
validity over other common factors, such as cognition, personality, and work
experience. In addition to improved predictive validity in job performance, SJTs
have demonstrated less adverse impacts then previously mentioned factors
(Clevenger, Pereira, Wiechmann, Schmidt, & Harvey, 2001; Motowidlo & Tippins,
1993; Pulakos & Schmitt, 1996; Weekley & Jones, 1999).
Study goals toward addressing the problem. This study was intended to
specifically explore SJT selection battery scores, and other candidate attributes,
toward predicting field training performance and other turnover outcomes
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specifically in a law enforcement organization. The quest for using existing
candidate data strategically to better understand field training and retention
outcomes has potential value-added opportunities for agencies to proactively retain
officers. These types of data-driven exploratory initiatives are challenging to most
law enforcement agencies where budgets are constrained. Opportunities to expand
the utility of existing data may inform strategies toward improved selection,
recruiting, and retention practices.
Major literature themes. The overarching theoretical framework guiding
this study is the attraction-selection-attrition (ASA) model (Schneider, 1987) with
additional related support from Edward’s (1991) person-job (P-J) fit and Judge and
Ferris’s (1992) person-organization (P-O) fit. The other major literature themes
comprising the theoretic model for the study are situational judgment tests (Annell
et al., 2015; Lievens & Motowidlo, 2016; Whetzel & McDaniel, 2009), transfer of
training (Baldwin & Ford, 1998), turnover (Bills, 1925), voluntary versus
involuntary turnover (Price, 1977), functional (Dalton et al., 1982), dysfunctional
(Dalton et al., 1982), and optimal turnover (Abelson & Baysinger, 1984), and the
unfolding model of turnover including shocks (Lee & Mitchell, 1994).
Attraction-selection-attrition model. Schneider’s (1987) ASA model is an
extension of Lewin’s (1936) behavior theory equation, which theorized that
behavior is a function of the person and environment, B = ƒ(P, E). Schneider
(1987) extends Lewin’s behavior theory by exploring the organizational dynamics
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of selection. Schneider (1987) included the actors who behave within Lewis’
notion of environment. According to Schneider (1987), the ASA model views these
actors as critical to selection of new members. Rather than new members being
randomly attracted or selected, ASA recognizes selection based on criteria
established by existing members (Schneider, 1987).
The ASA cycle of attraction, selection, and attrition provides a framework
to explore the organizational culture and dynamics associated with turnover.
Schaubroeck et al. (1998) contended that as people are attracted, selected, and
remain in an organization they become actors who shape the factors that help
determine the environment. In the ASA model poor perceived matches, such as
bad fits, lead to attrition (De Cooman et al., 2009; O’Reilly, Chatman, & Caldwell,
1991; Schneider et al., 1998).
Schaurbroeck et al. (1998) further discussed the reality of nature for people
to have an attraction to others with similar interests, attitudes, and values. This
attrition of the various factors considered “similar” can lead to homophily of
members. McPherson et al. (2001) cautioned that organizations must be aware of
homophily bias where group, culture, and behaviors among organizational
members become unhealthy to organizational capabilities.
Job fit. Ployhart (2006) discussed the importance of fit between individuals
and jobs or organizations, and turnover outcomes. Some turnover is simply a result
of poor work performance or failures in the transfer of training for new members.
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Other employees leave for reasons unrelated to performance. These are considered,
in the ASA model concept, as either poor person-job (P-J) or person organization
(P-O) fit.
Person-job fit. Edwards (1991) operationalized the fit between individual
members’ KSAOs and the job or industry as P-J fit. P-J fit factors are important in
proper job task analysis processes and subsequent selection, training, promotion,
and retention policies and practices (Breaugh & Starke, 2000; Kristof, 1996;
Kristof-Brown, 2002; Werbel & Gulliland, 1999). Lough and Von Treuer (2013)
point to P-J fit as critical for optimal selection in high stakes professions. Poor P-J
fit can result in reduced job performance, lower organizational commitment, poor
job satisfaction (Kristof‐Brown, Zimmerman, & Johnson, 2005) and job burnout
(Maslach & Leiter, 1997).
Person-organization fit. Judge and Ferris’s (1992) theory of P-O fit
discusses how new employees are accepted by other members in the organizational.
Piasentin and Chapman (2006) observed the strong theoretical support of P-O fit
from Schneider’s (1987) ASA model. For example, Kristof (1996) and Verquer et
al. (2003) explored P-O fit and reported findings on the importance of shared
characteristics and retention.
P-O fit literature (Piasentin & Chapman, 2006) identified four common
operationalizations of P-O fit. Supplementary P-O fit indicates when a person has
similar characteristics to organizations. Complementary P-O fit is operationalized
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as instances where a person fills an organization’s vacant need. Needs-supplies PO fit is defined as instances when the organization fulfills the needs of an
individual. Lastly, demands-abilities P-O fit describes fit as when an individual’s
abilities meet demands of an organization (Piasentin & Chapman, 2006).
Situational judgement tests. Whetzel and McDaniel’s (2009) meta-analytic
study reviewed the popularity of SJTs in the U.S. and Europe. They pointed to
empirical support for SJTs including improved predictive validity related to job
performance when compared to selection options, such as personality tests and
cognitive ability (Christian, Edwards, & Bradley, 2010; Whetzel & McDaniel,
2009).
SJTs offer organizations another critical selection advantage as they are
shown to produce less adverse impact than other options. This allows agencies to
deploy SJT selection batteries that are more likely to produce results aligned with
employment case law and EEOC guidelines (Barrett et al., 2010; Callanin &
Robertson, 2000; Chan & Schmidt, 1997; Motowidlo & Tippins, 1993; Oswald,
Schmitt, Kim, Ramsay, & Gillespie, 2004; Weekley & Jones, 1997; Whetzel,
McDaniel, & Nguyen, 2008).
Previous police SJT and related studies. Annell et al. (2015) studied
Swedish police recruits (n=750) to explore the relationship between selection tests,
cognitive ability, personality inventories, and fitness, and if they prove predictive
for job performance, job satisfaction, retention, and health. Their longitudinal study
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measured outcomes after the police academy, after field training (6 months), and
after one year on the job (Annell et al., 2015).
Their findings suggest that verbally loaded cognitive ability tests predicted
academic and work performance (Annell et al., 2015). Additionally, general
cognition scores negatively predicted job satisfaction over all three observation
periods on the study (Annell et al., 2015). Annell et al. (2015) findings included
prediction between personality tests job satisfaction, retention, and health but not
predictive of job performance, the most common criticism for using personality in
selection batteries.
Transfer of training. Baldwin and Ford (1998) operationalized transfer of
training as the generalization, retention, or enhancement of job relevant KSAOs
acquired as a function of training. Goldstein and Ford (2002) argued that exploring
the relationship between the transfer of training and actualized performance should
be the paramount goal of training functions in any organization.
A transfer of training metanalysis (Bloom et al., 2010) explored various
predictive factors of transfer. Their metanalysis suggested that an empirical
identification of a “magic bullet” resulting from research to applied utility is
elusive. However, there is substantial research on transfer of training producing
significant predictors such as cognitive ability, conscientiousness, motivation, and
supervisor support, but few prove consistently strong across job domains and
organizations (Grossman & Salas, 2011; Saks, Salas, & Lewis, 2014).
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Turnover. Turnover simply equates to employees leaving. Marion A. Bills
(1925) is credited with the first turnover literature looking to predict why clerical
staff were leaving. Turnover concepts and models evolved including the concept of
movement desirability (March & Simon, 1958). More contemporary turnover
research is framed from Mobley et al.’s (1979) content model that has informed
broad conceptual notions about why people quit.
Mobley’s (1977) sequential path model suggested that turnover starts with
job dissatisfaction that leads to thinking about leaving. The employee, according to
the model, then evaluates one’s subjective expected utility (SEU) resulting from
quitting. Mobley (1977) stated that SEU is followed by intentions to look for an
alternative job, evaluating alternative jobs, and comparing the potential job to the
present job. These steps can then lead to intentions to quit, with some employees
actually leaving (Mobley et al., 1979; Mom et al., 2017).
Hom et al.’s (2017) exploration of the century of turnover research
revealed that applied research with the potential to inform industry is lacking. This
lack of applied research is due to the fact that it is challenging to observe turnover
and control for the collective selection processes (Hom et al., 2017). Hom et al.
(2017) also pointed out that most turnover research focuses on turnover prevention
rather than actual turnover.
Voluntary versus involuntary turnover. Turnover can be categorized as
voluntary or involuntary (Price, 1977). Voluntary turnover is employee self196

initiated separation (Mobley et al., 1979). Involuntary turnover is argued by
McElroy et al. (2001) as avoidable turnover resulting from substandard
performance or disciplinary issues resulting in dismissal. Dalton et al. (1982)
assessed that attempts at reducing turnover focus mainly on voluntary turnover,
which is considered preventable.
Functional, dysfunctional, and optimal turnover. Dysfunctional turnover
occurs when an employee wants to leave, but the organization prefers they stay
(Dalton et al., 1982). Dalton et al. (1982) contended that some turnover is not
dysfunctional. They contended that functional turnover occurs when an employee,
such as marginal performers or disgruntled workers, desires to leave and the
organization does not object (Dalton et al., 1982). Functional turnover can be
organizationally advantageous by reducing member homogeneity (Schaubroeck et
al., 1998), thereby improving organizational performance in adaptation to change,
groupthink, and innovation (Astakhova et al., 2015; Schneider et al., 1998).
Optimal turnover. Abelson and Baysinger (1984) contended that
“dysfunctional” turnover can imply organizational malfunction and argued that
may not be the case. Abelson and Baysinger (1984) operationalized the notion of
optimal turnover as turnover resulting in organizational economic balances
between the costs of turnover against the cost of reducing turnover.
This return on investment approach offers optimum outcome potential
according to Abelson and Baysinger (1984). Employees voluntarily separating
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when the organization prefers they stay is still considered dysfunctional in the
Abelson and Baysinger (1984) optimum turnover model, but the model recognizes
the organizational reality in inevitable turnover, such as retirement, and the
resulting organizational value. As Ployhart and Weekely (2010) reminded us;
everyone leaves the organization at some point.
Unfolding model of turnover (shocks). Turnover research during the
1990’s witnessed a theoretical refinement leading to new and innovative models
such the unfolding model of turnover by Lee and Mitchell (1994). Unlike earlier
frameworks developed from March and Simon’s (1958) model, the unfolding
model of turnover argued that turnover rests primarily on job dissatisfaction (Lee
& Mitchell, 1994). This dissatisfaction, operationalized a bit differently than job
satisfaction in that it takes out those employees that are “neutral” in either
direction, is the cause of employees looking for other opportunities perceived as
better. Lee and Mitchell’s (1994) unifying theory is considered the dominant
current turnover model informing both research and practice (Holstrom, Mitchell,
Lee, & Eberly, 2008; Hom, 2011; Hom et al., 2017).
The concept of shocks was later introduced as part of Lee and Mitchell’s
(1994) unfolding model. Shocks are events external to employee perceptions of
job satisfaction (satisfied, neutral, or dissatisfied) that push or pull employees to
contemplate leaving. These jarring events, pushing or pulling, help conceptualize
alternative paths in turnover models (Burton, Holtom, Sablynski, Mitchell, & Lee,
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2010). Shocks, according to Lee and Mitchell (1994), offer explanations to four
distinct pathways toward turnover.
Shocks activating preexisting plan. The first path is a push or pull activated
by an individual’s preexisting desire or plan to leave (Mitchell & Lee, 1994). In a
law enforcement context, examples could include a decision to stay home and
raise children, leave for another career, or return to college for an advanced
degree.
Negative job shocks violating organizational commitment. Lee and
Mitchell’s (1994) second path is negative job shocks that violate employees’
values or goals, thereby leading to reduced organizational commitment. Examples
for this shock, in the study context, include being falsely accused of violating
department policies or procedures, being passed over for promotion, salary
compression where much junior officers earn the same pay, or violations to
perceptions of fairness or organizational justice.
Shocks from unsolicited job offers. The third shock takes the form of
unsolicited and unexpected job offers leaving employees to weigh the potential
advantages and disadvantages of a new opportunity regardless of satisfaction or
commitment in the current organization (Lee & Mitchell, 1994). Law enforcement
examples would include job and career offers resulting from an officers’ existing
network of friends, family, classmates, and colleagues, former organizational
members in new police administrative roles elsewhere “poaching” an employee to
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their new agency, or lucrative opportunities in the private sector related to the
improved economy and reduced labor pool.
Conventional dissatisfaction. Lee and Mitchell’s (1994) final pathway,
number four, addresses the conventional turnover paradigm where dissatisfied
employees leave to take a perceived better job. Examples relative to the study
population include leaving for another agency due to compared stagnant wages
and promotions, perceived poor organizational commitment to officers, or bad
leader-member relationships with supervisors.
Unfolding model with job embeddedness. Mitchell and Lee (2001) added
job embeddedness theory to their 1994 model. The addition to the unfolding model
rests with the idea that embedded protective factors pull employees to remain part
of the organization, therefore mitigating the pushes and pulls of shocks (Burton et
al., 2010). The addition of Mitchell et al.’s (2001) job embeddedness adds scope to
the unfolding model as it addresses the reasons people may stay versus why they
leave. Literature is robust related to staying that include constructs including
kinship (Price & Mueller, 1986), job sacrifices (Meyers & Allen, 1997), nonwork
influences (Mobley et al., 1979), occupational embeddedness (Feldman & Ng,
2007), family embeddedness (Feldman et al., 2012; Mitchell et al., 2001),
community embeddedness (Feldman, Ng, & Vogel, 2012), and training
opportunities (Hom et al., 2017).
Law Enforcement Turnover Model. Law enforcement offers unique
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research advantages to explore the potential nexus between SJT selection batteries
and turnover related outcomes. This context specific research project capitalizes on
the unique nature of daily field training performance evaluations (DORs), which
adds unique richness of data for new hire on-the-job training that is not easily
available in other industries.
Given the applied nature of this study, the law enforcement turnover model
(Figure 3) visually depicts the law enforcement recruiting and selection process
from field training to eventual turnover or retention. The model starts with the
applicant pool entering the selection process, depicted by the “funnel”, including
the SJT selection battery. Selections processes, by design, assess candidate’s job
specific knowledge, skills, abilities, and other attributes leading to hiring new
officers.
Newly hired officers spend time in orientation events, which last normally
two to four weeks, before starting a fourteen-week field training and evaluation
program (FTEP) (Fischer, 2015; Walker & Katz, 2002). Upon completing
orientation, new officers begin the four phase FTEP program (Fischer, 2015;
Walker, 2005). Phase one of FTEP required new officers to complete 10% of tasks
associated with the job. Phase two expectations rise, where new officers handle 50
percent of the duties. Phase three should see the new officer able to handle 90
percent of the duties as they prepare for the final two-week phase where they are
expected to handle 100 percent of the duties. Officers are assigned a different field
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training officer in each phase, except in the final phase where the initial phase one
officer completes the “check off” that the officer is ready for solo work (FDLE,
2011; Haberfield, 2002; MPCTC, 2017).
All four phases are depicted in the model (Figure 3) as arrows. The top
series of arrows reflect failing field training (fail), which also reflects as a failure in
the transfer of training (Baldwin & Ford, 1998). Officers failing field training most
often relate to issues with P-J fit (Edwards, 1991) but some can be P-O fit (Judge &
Ferris, 1992) related, as shown by some candidates who later became successful
law enforcement officers in a different agency. Officers can change their mind
about law enforcement (CMLE), and these are reflected in all green arrows
indicating that they had no performance deficiencies. This group is considered a P-J
fit issue as they all left, with none of these candidates currently working in
policing.
The middle arrows reflects an officer who needs remedial training, in the
model it depicts during phase two, which resulted in correction of the deficient
performance and therefore the officer is retained. This is retention, but also may
result in functional turnover if the field training performance issues reemerge later.
The bottom series of arrows reflect a new officer who completes all four phases
without the need for remedial training, thereby leading to retention.
The last long red arrow signifies shocks (Lee & Mitchell, 1994) and is
unrelated to the transfer of training. In this study, shocks equate to candidates
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leaving for another agency (n=4), changing professions (n=3), relocating due to
spouse employment relocation (n=2), and moving closer to home (n=2).
Dysfunctional turnover for the study group is conservatively figured at 11 (of 101)
officers.

Figure 3. The Law Enforcement Turnover Model. This figure illustrates,
based on study findings, how the Law Enforcement Turnover Model accounts for
the impact of transfer of training on turnover or retention outcomes in police
agencies.
Methods and findings summary. Binary multiple regression was deployed
to explore the prediction of group membership in this study. The study hypotheses,
as well as supplemental models, were explored for the predictive models given that
the categorical dependent variables were all dichotomous (no=0; yes=1) with
continuous, discrete, or dichotomous predictor variables (Field, 2013; Pallant,
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2013; Tabachnick & Fidell, 2007).
Major key finding. The key finding of this study is that the reading test
component of the SJT selection battery offers consistent prediction in overall
training outcomes, training failure, overall turnover, involuntary turnover, the need
for remedial training, and failure during remedial training. The reading portion of
the test is a paper and pencil law enforcement based SJT. Candidates read scenarios
and then select the multiple-choice response they believe best addresses the
scenario.
Field training outcome findings. The prediction of overall field training
performance and training failure consistently rests on reading scores as being
statistically significant. Continuous reading scores, and the banded dichotomous
factor identifying members with reading scores less than 90 percent, were
cornerstones of all supported models. Officers who attempted the selection battery
when they initially failed may have a predictive nexus with training performance,
but it only approached (two-tailed) significance.
Turnover outcome findings. The predictive nexus between both continuous
and banded reading scores exists with overall and involuntary turnover outcomes.
Officers attempting the selection battery more than once, regardless of initial pass
or fail, was statistically significant in successful models predicting involuntary
turnover. Officers with previous experience approached two-tailed significance as a
protective factor toward overall turnover and this finding warrants additional
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inquiry.
Remedial training outcome findings. Understanding dynamics of why
officers may require remedial training is important to practitioners charged with
transfer of training related duties. Supplemental analyses explored various
potentially predictive models. Supported models, in both needing remedial training
and those subsequently failing training, shared the predictive constant of reading
score. Additionally, the variable of officers who initially failed the selection battery
was a statistically significant factor in supported models that predicted failing of
remedial training.
There were factors that approached statistical significance in supported
models related to remediation that warrant discussion and additional exploration.
The dichotomous factor, which consisted of group members all scoring a perfect
100 percent in the writing score, indicated potential prediction on both the need for
remedial training and subsequent failure of remediation. Writing scores of 100
(n=41) initially may seem counter intuitive but does warrant additional review. It is
possible the relationship is spurious due to 41 percent of candidates being members
of the group, or it may be tapping attention-to-detail, or other personal attributes,
that may be adding contextual stress in this high-consequence profession.
Another potential protective factor is for members who received a score of
“Good” in the sub-score of restraint. Members of the “good” restraint group were
less likely to fail remedial training. Additional inquiry with other predictive
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methods, such as path analysis, will be discussed below.
Contributions of the Study
Hom et al. (2017) reviewed turnover research from the past century and
suggested that there is a severe lack of research related to selection and turnover.
Rubenstein et al.’s (2015) meta-analysis exploring turnover resulted in their
identification for a need in future research to explore actual turnover rather than
turnover intentions, as well as to dichotomize turnover as voluntary or involuntary.
These are among the contributions from this study.
Expected contributions. This exploratory study started with discussing the
significance of the study and its explored domains, within existing literature, and
where the study may add to that literature in chapter one. Each of these domains are
revisited to discuss the study findings that potentially add to the literature.
Prediction versus prevention of turnover. Hom et al. (2017) called for
more applied research on turnover based on their review findings that the majority
of existing research focuses on prevention rather than prediction of turnover. This
void of research between SJT and turnover along with the potential to inform
practitioners is echoed by Barrick and Zimmerman (2009) and Whetzel and
McDaniel (2009).
Study contributions. This study responded to Rubenstein et al.’s (2018)
suggestion that turnover research explore actual turnover as opposed to intentions, by
exploring actual turnover as a dependent variable. Additionally, the study dichotomizes
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voluntary from involuntary turnover, also called for by Rubenstein et al. (2018), with
predictive findings toward actual turnover.
This study also adds to the literature by answering a need expressed by Van
Iddekinge et al. (2011) calling for research to identify prediction criteria in selection
research. This study identified predictive factors of new officer field training outcome
as overall turnover.
Contributes to limited turnover prediction literature. The second potential
contribution discussed was the potential to capitalize on predictor constructs, such as
personality, cognitive ability, and other KSAOs as called for by Campbell et al. (1993)
and Schmidt et al. (1986). Additionally, this study contributes by showing potential
predictors offered from SJTs as called for by Schmidt and Hunter (1998).
The results of this study do offer opportunities to capitalize on predictor
constructs, from selection SJTs, with the potential to inform applied practice. In doing
so, the study also succeeded by adding literature to limited research on turnover
prediction as identified by Barrick et al. (2009) and Van Iddekinge et al. (2011).
Temporal order and KSAOs with turnover. Rubenstein et al. (2018) called
for future research attempts to explore the temporal order associated with turnover.
They discussed the majority of literature that looks at turnover at a single point in time.
The use of DORs in this study allowed for temporal measurement by phase of training,
and even day of training if warranted. Turnover and failure was controlled for
temporally as during FTEP and post FTEP. Data was also collected related to exact
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training phase and day or training deficiency but was not used in the hypothesis testing
or supplemental analayses. The data exists and can be further explored in future
research, which will be discussed later in this chapter.
What the study actualized very well, as recommended by Rubenstein et al.
(2015), was measuring specific events in the predictive analysis of turnover. The
study’s exploration of failing training, the need for remedial training, retesting aspects,
and identification of those changing their minds about law enforcement are examples
that add to this lacking temporal order literature.
Additionally, the National Research Council (2004) called for exploration of
knowledge, skills, abilities, and other characteristics (KSAOs) in measuring actual
police field performance. This study suggests various predictors such as reading ability,
prior experience, and restraint constructs predict performance.
Public sector research. Selden et al. (2013) examined new employee
turnover in state governments using high-performance work systems (HPWS)
framework. Selden et al.’s (2013) findings point to three HR practices (recruiting
and selection, compensation, and training and development) that predict new hire
turnover. Ployhart (2006) questioned the generalizability of public sector selection
research to private organizations. Ployhart (2006) recognized that results are
generalized without proper exploration.
This study explores public sector turnover, thus adding to the literature on
new hire turnover such as Selden et al. (2013). Additionally, the use of SJTs with
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scores for SJT video, writing, and reading offer promising future studies to explore
generalizability to private sector jobs, as suggested by Ployhart (2006).
Police training effectiveness. The National Research Council (2004)
contended that police training effectiveness lacks the rigorous research needed to
help shape training development. There are practitioner concerns that without
research designs, beyond simply correlational designs, progress is unlikely (Geller
& Toch, 1995; National Research Council, 2004). This study deployed a predictive
modeling methodology; specifically examining field training performance with
immediate applied potential for new training interventions based on reading score
indicators. Additionally, Caro (2011) pointed to a host of applied advantages in
exploring police field training performance. This study actualizes what Caro (2011)
calls for in future research.
SJTs predicting performance and turnover. The sixth anticipated
contribution relates to the evolving nature of SJT research. Ryan and Ployhart
(2014) suggested that future SJT research should include prediction of performance
in unexplored domains such as turnover. Ployhart and Weekley (2006) contended
that such research has empirical applied utilities. Ployhart and Weekly (2006)
further urged that research extend beyond correlational designs and called for more
robust experimental analysis.
This study specifically adds to these calls related to future research and
improved methodologies. First, the study directly explored prediction of SJT
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selection scores to various turnover outcomes. Second, the binary logistical
regression used offers more robust and predictive analyses between SJTs and the
dependent variables, thus addressing the literature gaps identified by Ployhart and
Weekley (2006), Ryan and Ployhart (2014) and The National Research Council
(2004).
Selection battery use toward improved outcomes. Ployhart (2006)
discussed the irony that nearly every organization deploys some type of section
process with no guarantee regarding appropriateness, effectiveness, or optimal
utility. Ployhart (2006) called for future research to explore this gap between
selection and outcomes to maximize selection processes. Hausknecht and Holwerda
(2013) suggested that research methodologies using member tracking strategies
may produce robust turnover results and therefore be more promising for applied
utility.
A major applied goal of this study was to explore whether or not existing
SJT selection battery results inform training and turnover outcomes. Actionable
results would leverage existing data and offer potentially cost neutral exploration
toward training development, selection strategies, and retention programs. This
optimization addresses the call from Ployhart (2006). This study also responds to
the type of exploratory and predictive analysis suggested by Bauknecht and
Holwerda (2013) regarding potential applied utility.
Police transfer of training and retention strategies. The eighth identified
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contribution relates to transfer of training. Baldwin et al. (2009) discussed the
applied importance of transfer of training research. Baldwin et al. (2009) contended
that evidence-based interventions and strategies can be critical to improve transfer
of training in the field. Hom et al. (2017), echoing Baldwin et al.’s (2009) called for
future research to explore factors that may inform improved training designs,
training readiness, and supervisor support. Hom et al. (2017) also urged for
improved empirical observations of various management practices and the impact
on turnover outcomes.
This study contributes to transfer of training literature. Study findings, such
as reading scores predicting training and turnover, may lead to training
interventions for lower scoring officers. This aligns precisely with the call from
Baldwin et al. (2009). Improving training readiness through a training intervention
may improve transfer of training and ultimately improve training success and
turnover outcomes, as suggested by Hom et al. (2017). This study also explored
management practices, such as retaking the selection battery, with a potential
predictive nexus to turnover. This improved empirical observation may be modest
based on the population size, but it meets the research mark set by Hom et al.
(2017).
Specific context and operational definitions. Allen et al.’s (2014) review of
empirical turnover studies (n=447) led them to conclude that any growth in
turnover literature depends on having clear and precise articulation of operational
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definitions and study context. Hausknecht and Trevor (2011) and Hom et al. (2017)
add to Allen et al.’s (2014) identification that job context is critical in exploring the
scope and frame of various turnover antecedents (Allen et al., 2014; Hausknecht &
Trevor, 2011; Hom et al., 2017; Nyberg & Ployhart, 2013).
Allen et al. (2014) made an interesting observation about the current state of
turnover research. They contended that this lack of context has created a dominant
analytical mindset (DAM) wherein assumptions in the body of turnover literature
hamper evolution. Allen et al. (2014) contended that the response to the DAM is to
broaden turnover research to add specificity in study populations, explore actual
turnover beyond the tendency to use intentions to quit, and to dichotomize turnover
to at least voluntary and involuntary turnover.
The study methodology includes actual turnover, including dichotomized
voluntary and involuntary turnover, and sector and industry specificities. The
archival data adds the specificities called for by researchers such as Allen et al.
(2014), Hausknecht and Trevor (2011), Hom et al. (2017), and Nyberg and
Ployhart (2013).
Findings related to the research questions. This exploratory study
examined various predictive models that were exploring for predictive nexuses
between law enforcement SJT selection battery scores and turnover. The dependent
variables included field training performance (RQ1) and turnover outcomes (RQ2).
The study findings include statistically significant and supported predictive models
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related to both training performance and turnover. Predictive factors include
reading scores and whether a subject retook the selection battery, both overall and
with initial fail. Two factors approached (two-tailed) significance as potential
predictors that warrant discussion. Officers with perfect writing scores (100
percent), “good” ratings in the sub-score of restraint, and prior law enforcement
experience show the potential of prediction. These will be discussed further in
recommendations regarding future research.
Findings and theoretical support for the study framework. The Law
Enforcement Turnover Model (see Figure 3) conceptualizes law enforcement
turnover. This model offers unique pathways, specific to the industry, which
capitalize on the daily observation and documentation of standardized performance
expectations offered by police FTEPs. Study findings offer support for this model.
These will be explored below along with study findings supported by theory.
Empirical support for the study findings, the model, and the nexus linking both are
discussed below.
Selection SJT predicting performance and turnover. Whetzel and
McDaniel’s (2009) meta-analytic review of SJTs in selection included improved
predictive validity for job performance (Christian, Edwards, & Bradley, 2010;
Whetzel & McDaniel, 2009). Additionally, SJTs produce less adverse impact than
other options (Barrett et al., 2010; Callanin & Robertson, 2000; Chan & Schmidt,
1997; Motowidlo & Tippins, 1993; Oswald, Schmitt, Kim, Ramsay, & Gillespie,
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2004; Weekley & Jones, 1997; Whetzel, McDaniel, & Nguyen, 2008).
Police SJT study. Annell et al. (2015) conducted a longitudinal study of
police recruits (n=750) in Sweden, exploring possible prediction of selection
batteries, consisting of cognitive ability, personality, and fitness as predictors to
performance, satisfaction, retention, and health. Annell et al. (2015) found that
verbally loaded cognitive ability tests predicted academic and job performance.
They also found that general cognitive scores negatively predicted only job
satisfaction.
SJT format: video-based vs. written scenarios. Early SJTs were delivered in
a written scenario using paper and pencil format before the technology and costs
associated with multimedia video formats allowed for a more robust version
(Brown, Jones, Serfass, & Sherman, 2016; Dalessio, 1994; Funke & Schuler, 1998;
Lievens & Sackett, 2006; Weekley & Jones, 1997). Lievens and Sackett (2006)
explored the practical impact of the evolution from paper and pencil SJT tests to
video-based SJTs with offer more robust scenarios. They studied this transition at a
Belgian medical school (n=1,100+) where prospective students took SJT admission
tests, initially paper and pencil then video-based (Lievens & Sackett, 2006). Results
suggested that video-based SJTs offer better prediction related to intrapersonal
related criteria. However, they did find that the written scenario-based paper and
pencil better predicted cognitive ability.
Study findings supported by theory: SJTs. Study findings suggested that
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reading scores predict training and turnover outcomes. The reading test is a
verbally loaded test that is arguably an indirect measure that taps into cognitive
ability. This finding is consistent with Annell et al.’s (2015) Swedish police study,
suggesting that verbally loaded cognitive ability tests predicted academic and job
performance.
SJT improved validity. The study also finds support in Whetzel and
McDaniel’s (2009) meta-analytic review, which identified SJTs as improving
predictive validity for job performance (Christian, Edwards, & Bradley, 2010;
Whetzel & McDaniel, 2009). The SJT battery did offer predictive utility in reading,
writing, and restraint scores as supported by Whetzel and McDaniel’s (2009) study.
Adverse impact avoidance. Perhaps most important to law enforcement
management is the reduced adverse impact of SJTs related to other selection
options (Barrett et al., 2010; Callanin & Robertson, 2000; Chan & Schmidt, 1997;
Motowidlo & Tippins, 1993; Oswald, Schmitt, Kim, Ramsay, & Gillespie, 2004;
Weekley & Jones, 1997; Whetzel, McDaniel, & Nguyen, 2008). The study agency
deploys this SJT selection battery specifically to avoid adverse impact. While this
study did explore adverse impact directly, correlations were reviewed related to
race and gender and the various independent and dependent variables. The only
significant results related to ethnicity and gender offers some support for the
avoidance of adverse impact supported by the studies listed above.
This study found that African-American ethnicity was statistically
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significant with reading scores (𝑝𝑝 = .000). Given the nexus between reading scores
and training outcomes, African-American ethnicity was also statistically significant
(𝑝𝑝 = .049) in correlations to failing training, (𝑝𝑝 = .036) not completing FTEP, and
(𝑝𝑝 = .058) needing remedial training. There were no statistically significant

correlations with African-American ethnicity and any other dependent outcome
variable.
The other factor approaching significance was gender in relation to SJT
video scores (𝑝𝑝 = .051). Correlations with gender and video score indicate that

females score lower than males. It is also noteworthy that gender’s interplay with
leaving the agency, which resulted in shocks, approached significance (𝑝𝑝 = .088).
This indicates that female officers were more likely to leave as a result of shocks
than male officers. Other than with the SJT video score, gender showed no
additional significance with any dependent variable related to training outcomes,
the need for remedial training, or any turnover outcomes.
While the gender differences are unlikely to result in adverse impact in a
verbally loaded cognitive ability test, ethnicity related to reading scores most likely
would. This likelihood adds theoretical support of literature suggesting that SJTs
avoid adverse impact.
Paper-pencil verses multimedia SJTs. This study gets support from
literature which suggested that paper and pencil SJT tests are better predictors of
cognitive ability. The reading portion of the SJT selection battery is a paper and
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pencil SJT and is arguably tapping into cognitive ability consistent with Lievens
and Sackett’s (2006) findings.
Transfer of training. Transfer of training equates to the generalization,
retention, or enhancement of job relevant KSAOs acquired through the function of
training (Baldwin & Ford, 1998). Saks and Burke-Smalley (2014) found that onthe-job training is preferable to classroom or computer, with a better relationship
to performance outcomes.
Quinones (1995) explored trainee perceptions, finding that labels of
remedial or advanced training may be important. Quinones (1995) added that the
training frame can impact participant perceptions related to fairness and
willingness to learn.
Gully et al. (2002) explored training effectiveness resulting from mistakes
or errors in decision-making scenarios. Gully et al.’s (2002) findings suggest that
those with higher cognitive ability and openness to experience best learned from
mistakes. Trainees higher in conscientiousness were found to struggle as
encouragements by training supervisors to look at mistakes as training
opportunities were found to impact self-efficacy (Gully et al., 2002). Several
additional studies link cognitive ability to transfer of training outcomes (e.g.
Grossman & Salas, 2011; Maltarich et al., 2010; Saks et al. 2014; Van Iddekinge et
al., 2011).
Study findings supported by theory: Transfer of training. This study
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explored transfer of training outcomes specifically by identifying members failing
field training. Failing field training (n=16) was examined as well as officers
requiring remedial training (n=23) resulting in both passing (n=7) and failing
(n=16). Predictors related to transfer of training failure were reading scores and
retest of selection battery.
Baldwin and Ford’s (1998) transfer of training supports the study findings.
Specifically, those failing training were a direct result of a transfer of training
failure. This on-the-job training, as discussed by Saks and Burke-Smalley (2014),
displayed direct nexus to performance outcomes concurrent with their study
findings.
There is additional support regarding trainee perceptions of training frames
as posited by Quinones (1995). Three officers quit upon learning they were
required to take remedial training. While it cannot be determined if those decisions
were due to the frame of “remedial training”, inferences can be made. At least one
of those quitting had prior law enforcement experience leaving the possibility that
the frame played a part in the decision.
Additional theoretical support comes from literature aligning cognition and
transfer of training. Reading scores, in the study context, appear to be a proxy for
cognitive ability, therefore garnering support from the studies associating cognition
with transfer of training outcomes (e.g. Grossman & Salas, 2011; Gully et al.,
2002; Maltarich et al., 2010; Saks et al. 2014; Van Iddekinge et al., 2011).
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P-J fit. P-J fit is the fit between employee KSAOs and the job (Edwards,
1991). P-J fit factors influence job task analyses that, in turn, impact organizational
processes related to selection, training, promotion, and retention (Breaugh &
Starke, 2000; Kristof, 1996; Kristof-Brown, 2002; Werbel & Gulliland, 1999). P-J
fit is considered critical in selecting members for high stakes professions (Lough &
Von Treuer, 2013).
Study findings supported by theory: P-J fit. Overall turnover (n-46) in the
study (n=46) includes officers who left for various reasons including involuntary
turnover (e.g. training failure, disciplinary termination) and voluntary turnover.
While FTEP failure (n=16) accounted for most officers who did not complete
FTEP, there were nine officers who changed their mind about law enforcement and
resigned prior to completing training. None of these nine officers recorded
performance deficiencies during training. Additionally, two officers changed their
mind about law enforcement post FTEP, and another three more left due to
changing professions. Findings related to those who changed their mind about law
enforcement find theoretical support in P-J fit (Edwards, 1991) literature.
P-O fit and ASA model. P-O fit explores how new employees are accepted
by the organization comprised of its incumbent members (Judge & Ferris, 1992). PO fit has strong theoretical support from Schneider’s (1987) ASA model (Piasentin
& Chapman, 2006). Kristof (1996) and Verquer et al. (2003) reported study
findings suggesting P-O fit rests on new and incumbent members sharing
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characteristics for retention.
Study findings supported by theory: P-O fit and ASA model. Overall
turnover in the study (n=46) includes officers who left for various reasons
including involuntary turnover (e.g. training failure, disciplinary termination) and
voluntary turnover. Of those officers who left, eleven are reportedly still in law
enforcement and two in corrections. These findings are supported as P-O fit (Ferris,
1992) wherein officers may have not been a good fit for the particular agency as
well as the ASA model (Schneider, 1987).
Functional turnover. Dalton et al.’s (1982) notion of functional turnover
includes those members not performing at standards and discipline. This type of
turnover is considered functional since retaining the officers would be of detriment
to the agency.
Study findings supported by theory: Functional turnover. The most
frequent group in the study population were those who failed field training (n=16).
Additional turnover classified as functional included those with P-J fit issues, who
specifically changed their mind about law enforcement (n=11). Discipline
terminations (n=4) are also considered functional. Subjects from this study
(n=101) included 31 members who were conservatively classified in the functional
turnover group. These study findings are supported in functional turnover theory.
Dysfunctional turnover and shocks. Dysfunctional turnover occurs when
members leave but the agency would prefer that they stay (Dalton et al., 1982).
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Shocks are the external pushes and pulls that can lead to turnover (Lee & Mitchell,
1994). These two factors share nuances and therefore are discussed together given
that the reason for most dysfunctional turnover is related to shocks.
Study findings supported by theory: Dysfunctional turnover and shock. The
dysfunctional and shock group share membership, which is comprised of members
who left the agency while in good standing. This dysfunctional, and shock group,
include officers leaving for another agency (n=4), changing professions (n=3),
relocating due to spouse employment relocation (n=2), and moving closer to home
(n=2). Dysfunctional turnover for the study group is conservatively figured at 11
(of 101) officers. These findings are theoretically supported by theories related to
both dysfunctional turnover (Dalton et al., 1982) and shocks (Lee & Mitchell,
1994).
Functional turnover or retention “either” area. The Law Enforcement
Turnover Model (Figure 3) identifies pathways to functional turnover, retention,
and dysfunctional turnover. There is an area reflected in the model as “either”,
indicating that officers with remedial training may eventually turnover or may be
retained. For example, marginally performing officers who pass field training may
not equally contribute to the organization mission. Additionally, members who left
for another profession (n=3) may or may not have been functional members within
the agency. It is assumed that those leaving for another agency were dysfunctional,
but it is important to point out that officers (n=3) not successfully completing the
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FTEP program due to issues including performance failure and discipline are still
in law enforcement.
Study findings supported by theory: Functional turnover or retention
“either” area. There is no theoretical support for an “either” functional or
retention grey area. The logical basis for including this area visually in the model
is recognizing that some turnover or retention outcomes may, or may not be, good
for the organization or the officer. This notion is important in the model to reflect
the caution practitioners should use in assessing functional turnover and retention
concepts.
Optimal turnover. Abelson and Baysinger (1984) discussed that optimal
turnover occurs in instances such as normal retirement, when marginally
performing officers leave, or other situations where the agency realized a costbenefit in the turnover. The model includes financial advantages but also hedges
against homophily and increases new thought and potential innovation.
Study findings supported by theory: Optimal turnover. This population was
limited to the time frame of the SJT selection battery since October of 2012.
However, the cohort did contain one officer, with previous law enforcement
experience, who retired. This is an instance of an optimal turnover classification.
As time passes, officers from this cohort who retire will be considered as optimal
turnover also.
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Findings that differ from previously reviewed studies. More recent
research focusing on “what” SJTs actually predict is drawing increased attention
and debate. Lievens and Motowidlo (2016) suggested that SJTs actually tap into
specific job relevant content as well as general domain knowledge. Their proposed
SJT model stated that SJTs measure general domain knowledge that is not
contingent on context (Lievens & Motowidlo, 2016). Lievens and Motowidlo
(2016) defined general domain knowledge as, “knowledge about the utility or
importance of traits such as these for effectiveness in a job that actually requires
expressions of these traits for effective performance” (p. 4).
Lievens and Motowidlo’s (2016) general domain knowledge argument
garnered some support in meta-analyses. Clevenger et al.’s (2001) meta-analysis
explored federal investigative officers, customer service personnel, and
manufacturing engineers. Their results were mixed related to SJTs tapping into
cognitive ability as some had predictive validly based on industry or job domain.
Clevenger et al.’s (2001) study resulted in low correlations and a lack of statistical
significance between SJT scores and previous job experience.
Difference with study findings. Unlike Clevenger et al.’s (2001) metaanalysis that aligned with Lievens and Motowidlo’s (2016) general domain
knowledge, the current study did find support for previous job experience and
performance. Prior law enforcement experience in the current study was explored
with results suggesting that it is a protective factor against turnover.
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Discussions and Implications
Hom et al. (2017) explored decades of turnover research and concluded
that research with the potential to inform practice is lacking, with most turnover
research focused on prevention versus prediction of turnover. Implications of the
study are discussed related to contributing to the literature. Aspects critical to the
study context and scope will be discussed as limitations and boundary conditions.
Key implications informing literature. The implication of this study in
informing literature rests in answering the question regarding SJT selection tests
and their potential predictive nexus to training outcomes and turnover. This
study’s findings suggest that yes, there is additional predictive utility possible
from SJT selection battery test results. The law enforcement context may be
important to potential generalizability along with psychometric properties
associated with this particular SJT selection battery. Despite potential context
nuances that may limit replication, the groundwork is laid to possibilities
previously unexplored in the literature.
Limitations. This study has several limitations that may impact replication
or generalizability to other sectors, industries, or organizations. While each may, or
may not, limit future research efforts in similar predictive studies, they must be
identified and discussed. Limitations include methodology nuances, sample
constraints, the SJT selection battery source, the unfolding model of turnover
issues, and SJT construct questions. Each limitation will be discussed in the
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following paragraphs.
Methodology. Binary logistic regression was used in this study as it offers
predictive testing of theoretical models, opposed to statistically driven models, thus
allowing for better potential applied utility (Field, 2013; Pallant, 2013; Tabachnick
& Fidell, 2007). Additionally, this study assumed that the dependent variables had
a linear relationship with the dependent variables (Tabachnick & Fidell, 2007). The
strengths of logistic regression, according to Tabachnick and Fidell (2007).
include exploration of multicollinearity between dependent variables (predictors)
where potential predictors are covariates in prediction related to the dependent
variable.
It is important to point out that logistic regression is not without limitations.
According to Tabachnick and Fidell (2007) limitations of logistic regression, while
limited, rest in the requirement for dichotomous outcome variables. This was a
strength for this study as the outcome variables coded as “0” for no and “1” for yes
aligned well with overall turnover, involuntary turnover, voluntary turnover, and
training performance measures.
Sample cohort and size. The study population consisted of officers hired
using a SJT selection battery commencing in October of 2012. This study,
therefore, did not explore officers hired using earlier section processes. This limits
observation and study for officers hired prior to October 2012 that also experience
shocks, involuntary, voluntary, or optimal turnover.
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Limited functionally optimal turnover. This seven-and-a-half-year snapshot
of the agency’s turnover drastically limits observation of optimal turnover, mostly
due to officers successfully completing a career and retiring. Only one officer
retired that was selected using this selection battery. While this example affirms,
albeit in a singular example, the optimal turnover equated with functional turnover,
it did not have enough group membership to explore predictive models toward
successful career completion.
Sample size. Based on both the sample size related to the number of
predictor variables in the models reported, (Hsieh, 1989) and related to the rule of
ten events per predictor (Vittinghoff & McCulloch, 2006) the sample size (N=101)
for the logistic regression is appropriate. It is also an applied study so easily adding
subjects, as done in controlled experiments, is not realistic aside from the passing
of time potentially revealing additional subjects.
Sample size: Range restriction. The limitation of this study relates to
sample size in the range restriction that occurred in some of the nine SJT subscores (e.g. critical thinking, investigative, confrontation, and empathy). While
these range restrictions statistically excluded them from any statistically supported
models, it did limit the potential of these sub-scores may offer. All sub-scores were
recoded into dichotomous (no, yes) variables for each of level of the sub-scores
(risk, some problems, normal, and good), therefore allowing them to be included in
attempted models.
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Sample size: Missing data. The study data did have a few missing data
points. The data missing is related to officers who had been terminated, and in
which cases the files had been transferred to long-term storage. The missing data
impacted four subjects’ data related to them having any prior military experience,
prior law enforcement experience, or having earned any college degrees.
Source of SJT selection battery. Data for this study was derived from the
study agency’s SJT selection battery scores and sub-scores that were provided by
an outside vendor. Psychometric data was not available aside from basic scoring
discussion and interpretation. This limits direct replication unless additional
agencies are added using the same SJT selection battery. Future meta-analyses
would likely require SJT tests with more available psychometric information in
order to allow proper cross-coding related to various tests from various studies.
Unfolding model. Hom et al. (2017) considered the unfolding model of
turnover a major advancement in turnover research. They also pointed out
limitations of the theory. Most notably, a limitation of their research is that the
unfolding model of turnover rests thus far on qualitative research (Hom et al.,
2017). Hom et al. (2017) contended that quantitative predictive research is
necessary for proper theory development.
Limitation specific to this study. This study did discuss instances that were
considered shocks. Unfortunately, the hypotheses and supplementary analyses did
not directly explore the predictive nexus to shocks. This potential will be further
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addressed in future study recommendations.
What subconstructs do SJTs tap? SJTs enjoy considerable evidence related
to criterion-related validity given that they relate to job performance (Campion,
Ployhart, & MacKensie Jr., 2014; Christian, Edwards, & Bradley, 2010; Lievens &
Motowidlo, 2016; McDaniel et al., 2001). The exact constructs of “what” SJTs
measure remain elusive (Lievens & Motowidlo, 2016; Motowidlo, Dunnette, &
Carter, 1990).
Meta-analytic support exists for a nexus between SJTs and leadership,
interpersonal skills, and team skills (Christian et al., 2010). A nexus to SJTs and
integrity was identified with a police population (Meijer et al., 2010) as well as
among medical school applicants (Husbands et al., 2015). Lievens and Motowidlo
(2016) argued that SJTs tap a variety of relevant job domains, especially
interpersonal behaviors, and that they are better at predicting academic success than
cognition.
Limitation specific to this study. The results of this study are consistent with
the body of research supporting the criterion-related validity of SJTs (Campion,
Ployhart, & MacKensie Jr., 2014; Christian, Edwards, & Bradley, 2010; Lievens &
Motowidlo, 2016; McDaniel et al., 2001). The limitations are also consistent with
the current academic discourse into “what” constructs SJTs measure (Lievens &
Motowidlo, 2016; Motowidlo, Dunnette, & Carter, 1990).
An argument can be made that the most predictive aspect of the SJT
228

selection battery explored in this study is the reading score. A plausible argument
also would contend that reading scores, being verbally loaded SJTs, are a proxy for
cognitive ability. The goal of this study was not to resolve this widely
acknowledged quest and controversy of the literature. It is, however, critical to
discuss as a potential limitation of the study.
Boundary Conditions. Allen et al.’s (2014) review of empirical turnover
studies (n=447) led them to conclude that any growth in turnover literature depends
on having a clear and precise articulation of operational definitions and the study
context. Hausknecht and Trevor (2011) and Hom et al. (2017) added to Allen et
al.’s (2014) identification that job context is critical in exploring the scope and
frame of various turnover antecedents (Allen et al., 2014; Hausknecht & Trevor,
2011; Hom et al., 2017; Nyberg & Ployhart, 2013). The boundary conditions in this
study include sector, industry, job, selection battery deployed, selection battery
scores, field training, and turnover.
Sector, industry, and job domain. This context of this study is a publicsector, law enforcement industry, and the job of a police officer. The study agency
is a Florida police department with less than 250 officers, which is considered midsized. Generalizability should be limited to U.S. police agencies that utilize SJT
selection batteries, preferably from the same vendor, who also deploy the San Jose
FTEP model and use certified field training officers.
SJT and selection battery. The SJT selection battery results come from an
229

industry vendor. The agency and vendor are intentionally unnamed to protect the
identity and confidentiality of all stakeholders as per normal and customary IRB
expectations related to protection of human subjects.
Field training and evaluation program. The study agency deploys the San
Jose FTEP and ensures that all field training officers attend the training per FDLE
requirements. Generalizability, outside of agencies using the San Jose model and
concepts consistent with the FDLE field training officer model, may be limited.
Turnover Constructs. Turnover is explored as overall turnover, involuntary
turnover, and voluntary turnover as suggested by Hom et al.’s (2017) meta-analysis
recommendations.
Law Enforcement Turnover Model. The law enforcement turnover model
developed is based on assumptions and theory associated with the ASA model of
turnover (Schneider, 1987), P-J fit (e.g. Kristof-Brown et al., 2005), P-O fit (e.g.
Maltarich et al., 2010), transfer of training (e.g. Baldwin et al., 2017), and various
shocks postulated in the unfolding model of turnover (e.g. Burton et al., 2010).
Recommendations
The results of this exploratory study produced actionable findings. These
findings may prove insightful and actionable to the study agency, as all elements of
the study are derived from that specific context. Potential applied recommendations
will be offered, along with cautions related to potential unintended consequences
which are specifically noted. Strategies aimed to improve performance and
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turnover outcomes based on post-selection data offer advantages to new officers
and the agency. Altering the selection process, based on this study, warrants
discussion. However, any action needs to involve analysis related to employment
issues such as adverse impact.
Recommendations for future research are less cautious. The study
succeeded in establishing that the SJT selection battery scores do offer prediction
for field training and turnover outcomes in law enforcement settings. The
additional utility of these tests, normally shelved by the HR unit post selection,
offer researchers rich opportunities. This data can help inform identified research
gaps in employment selection outcomes, SJT criterion and construct validity,
transfer of training outcomes, quantitative exploration of the pathways related to
the unfolding model of turnover, and more precise turnover dichotomies.
Recommendations for applied utility. The study results offer actionable
findings for the study agency, as well as generalizable treatment opportunities for
other law enforcement agencies. The two most promising actionable findings will
be explored along with one aspect related to selection test policy. The first
recommendation addresses the potential officer deficiencies that are related to
reading scores, which predict performance, such as report writing domains in field
training.
The other immediate actionable strategy recommendation from these
findings relates to the number of officers in field training that changed their minds
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about policing and left. This points to a need to revisit all recruiting and selection
aspects related to realistic job previews. The third recommendation involves
reviewing selection battery retest policies. Any potential intervention or strategy
that leads to improved training outcomes and retention saves law enforcement
valuable time and financial resources.
Recommendation for pre-FTEP reading related training. Reading scores
were significant predictors throughout this study. Reading scores even remained
statistically significant in the few models that were not statistically supported
overall. Reading scores alone are shown to predict training success or failure,
overall turnover, and involuntary turnover. No officer who scored less than 90
percent (n=7) is still with the agency.
Applied recommendation. The agency should explore pre-FTEP training for
those reporting reading scores that are less than 90 percent. Issues with a clear
nexus to reading that were identified among officers who required remedial training
included the officers’ ability to understand and act upon department policies and
procedures, as well various report writing issues.
Training identification and development. A search for existing trainings
related to improved reading and retention, along with report writing would be
warranted. In the absence of existing pedagogically sound training, the agency may
want to work with a local university to more precisely assess the training need,
perhaps via focus groups with field training officers, in order to develop the
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training need, goals, and learning objectives.
Framing and potential broader utility. The ultimate objective of this preFTEP training would be to help new officers start FTEP with an improved strategy
for reading and report writing, thereby leading to training success. As Quinones
(1995) pointed out, the frame of the training matters. Rather than labelling the
training “remedial” or “developmental”, perhaps a proficiency approach would pay
dividends. This scenario would have modules in the orientation phase prior to the
start of FTEP. Proficient officers would quickly progress and be ready to start
FTEP. Officers requiring more time to complete these modules would be afforded
more time, within reason. This may also help identify other officers who may
benefit from this type of training, therefore leading to expected improved success in
field training performance.
Recommendation for improved realistic job preview strategies. The study
revealed that nine officers changed their minds about law enforcement during the
past 7.5 years. None of the nine officers had performance deficiencies reported in
their DORs. Officers changing their mind about law enforcement resulted in not
making it out of FTEP, which accounted for 56 percent of losses compared to those
who failed (n=16).
The comparisons strongly suggest that there is a disconnect between new
officer expectations about policing and actual on-the-job realities. These
disconnects are most commonly alleviated with realistic job previews (RJPs) that
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have been shown to reduce turnover (Griffith et al., 2002; Dalessio, 1994; Jones et
al., 2002; Scott & Jones, 2003).
Potential disconnect between recruiting and RJP. The recruiting function’s
goal is to attract hopefully qualified candidates to job openings. In policing, these
recruiting efforts take place through posters, websites, social media, and videos
commonly showing the “cool” aspects and various functions of policing. These
positive mechanisms are designed to attract interest, but can also set certain
expectations.
RJPs, on the other hand, are designed to give potential employees a realistic
and unfiltered snapshot of what the job entails (Griffith et al., 2002; Dalessio, 1994;
Jones et al., 2002). These RJP snapshots are intended to adjust expectations to
realistic levels for new officers, thus reducing inconsistencies between actual and
received outcomes, which is consistent with Vroom’s (1964) tenants of expectancy
theory.
Actionable strategy. Agencies should allocate resources to updating RJPs
when recruiting efforts increase. RJPs should have parallel types of materials,
especially if video-based, to maintain a consistent message. Recruiting videos can
be developed with RJP in mind, but recruiting efforts designed to gain attention
without intentional RJPs do not offer effective expectation balance. The bottom
line is that agencies need both recruiting materials designed to attract candidates
and RJP materials designed to create clear and realistic expectations of the actual
234

job of an officer.
Additional RJP strategy: Mandated ride-alongs. Most law enforcement
agencies offer ride-along programs. Some are liberal and let any citizen without a
criminal record ride with an officer for a period of time. Some agencies are more
restrictive and limit ride-alongs to college students, applicants, or candidates. A
potential enhancement to improve expectations would be mandatory ride-alongs.
A recommendation of at least three ride-alongs, with different officers, during parts
of different shifts would allow a reasonable opportunity to provide a variety of
realistic observations. This variability of both time and officer allows for
advantageous snapshots of the actual job that can have positive outcomes related to
P-J and P-O fit.
Recommendation to review selection battery policies on retest. Study
findings included models where officers retaking the selection battery, regardless of
initial pass or fail outcomes and retaking with an initial score of fail were
predictive. While this data warrants additional review with the agency,
management review of the policy to allow retesting is warranted. Caution should be
observed before making any change, such as the potential adverse impact
implications, but it may reduce involuntary turnover based on training
performance, especially if additional research can add more clarity to the retest
outcomes.
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Recommendations for Future Research.
Several meta-analyses acknowledge the gap in literature between SJTs and
turnover (e.g. Barrick & Zimmerman, 2009; Whetzel & McDaniel, 2009) as well as
actual turnover rather than simple intentions (Rubenstein et al., 2018). The only
prior study exploring SJT’s potential prediction to turnover was done by Dalessio
(1994), where he studied post selection SJT training scores and insurance agent
turnover. Dalessio’s (1994) findings were consistent finding regarding realistic job
previews and job enrichment on turnover. Dalessio (1994) recommended the use of
SJTs in selection decisions versus the post-selection training used in his study.
This study actualized Dalessio’s (1994) recommendation to study SJTs used
in selection batteries and turnover, thus filling an identified gap in the literature
(e.g. Annell et al., 2015; Dalassio, 1994; Lievens & Motowidlo, 2016; Whetzel &
McDaniel, 2009). Results offer a starting point for future research into answering
the unexplored question of whether SJT selection batteries offer additional utility,
beyond selection, to turnover outcomes.
Replication studies. Given the existing gap, replication studies would add
to literature by exploring generalizability as well as establishing literature for future
meta-analyses. Replication, both in the context of law enforcement, other highstakes professions, and other industries should pay attention to the context, scope,
and frame (Allen et al., 2014; Hausknecht & Trevor, 2011; Hom et al., 2017;
Nyberg & Ployhart, 2013).
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Law enforcement replications. Future replications in the context of law
enforcement are important toward establishing generalizable findings. Any
opportunity to add additional agencies utilizing the same SJT selection battery
should be seized. Additionally, increased attention on identified FTEP specific
performance domains would add to the literature. A limitation of the current study
is the longevity of the SJT selection battery use. Additional agencies may offer a
longer temporal duration and capture data that allows for a more detailed and
robust analysis of optimal turnover, such as retirement and shocks. The findings
related to perfect writing scores perhaps serving as a predictor for remedial training
would benefit from replication observations.
Non-law enforcement populations. Other sectors and industries would find
applied utility in the findings related to SJT selection scores and turnover
outcomes. It may be inferred that high-consequence professions may eventually be
more generalizable to the law enforcement study, but this needs to be tested. Any
opportunity allowing a researcher to SJT selection scores and turnover outcomes
should be explored. A limitation for non-police agencies regards the common lack
of initial training observations and ratings. This is an area where high-stakes
professions may offer a better opportunity to capture early performance data.
Transfer of training researchers (e.g. Bloom et al., 2010; Grossman &
Salas, 2011; Saks, Salas, & Lewis, 2014) discussed the elusive “magic bullet”
predictor for training success in existing literature. While predictors exist, such as
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cognitive ability, conscientiousness, motivation, and supervisor support, none
prove to be consistent across domains (Grossman & Salas, 2011; Saks, Salas, &
Lewis, 2014). Replication studies with mindful designs that are conscientious of
context and operationalization may not find a universal “magic bullet”, but they
may offer common predictors for specific industries or other emerging
classification of jobs, such as those with high-stakes consequences.
Expanded predictive methodologies. Logistic regression is an appropriate
method for this study. Eventually, structure equation modeling (Tabachnick &
Fidell, 2007), such as path and factor analysis, may offer more precision in
identifying more generalize clusters leading to meta-analysis. The larger the sample
size and more robust the variables are among group membership, the greater the
opportunity for expanded multivariate analysis (Tabachnick & Fidell, 2007).
SJT selection batteries predicting and superior performance. The current
study explored performances that lead to either training failure or success. Those
who did not fail are assumed to have performed at a minimally acceptable level.
Organizations utilizing SJT selection batteries and valid performance management
systems may be able to capitalize in exploring prediction of good performance.
Conclusion
Surprisingly, selection battery prediction of turnover in literature is scarce
aside from three studies identified by Hom et al.’s (2017) meta-analysis. Barrick
and Zimmerman (2009) studied selection batteries and found a predictive nexus
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between personality traits and turnover. Maltarich et al. (2010) found that
cognitive ability, mediated through P-O fit and cognitively demanding jobs,
predicts turnover. The third study is a meta-analysis conducted by Van Iddekinge
et al. (2011) who reported findings suggesting alignment of both employee interest
and organizational characteristics (construct-focused interest scales) resulted in
longer tenure. The current study definitely adds reading scores, which are likely a
proxy for cognitive ability, and various potential other predictors to the literature.
Given the applied utility and lack of research, it forces one to wonder why this
actionable research is so void?
Practitioner and academic partnerships. Exploratory research in the public
sector can be challenging. Most law enforcement agencies do not have resources, in
either expertise or funding, to explore research regardless of the potential benefit.
The closed culture common to law enforcement also makes academic partnership
challenging. The current study is an example of the possible win-win opportunities
that exist when police managers and academic researchers partner to explore a
phenomenon that is of interest to both practice and literature.
Results of this study may offer no utility to anything beyond the study
agency. Results of this study led to precise recommendations related to reading
score prediction of transfer of training and turnover outcomes, with actionable
potential interventions. Those officers leaving during FTEP who simply changed
their minds are addressed with grounded theory and practice associated with
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realistic job previews. Potential selection policy reviews may lead to the realization
that allowing candidates to retake the selection battery costs the agency money with
no concern for adverse impact. If any one of these three findings and
recommendations improves officer success and retention, then the endeavor was
successful.
Practitioners charged with recruitment, selection, field training, and
evaluation are always on the lookout for potential means to improve outcomes. The
best advice may be to conduct a thorough academic and practitioner literature
search, consult with colleagues in other departments, and find an academic partner
interested in conducting applied research. These partners may be faculty or
graduate students working under the direct observation of faculty who are
desperately trying to find a meaningful thesis or dissertation study.
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Appendix
Critical Performance Deficiencies leading to Remedial Training
Performance Domain
1. Field Performance: Stress (FP_Strs_1)
2. Field Performance: Non-Stress
3. Officer Safety: General
4. Officer Safety: Suspects,13P's, & 10-15s
5. Control of Conflict: Verbal
6. Control of Conflict: Physical
7. Perception/Judgement
8. Verbal Communications
9. Interpersonal Skills
10. Directing Others
11. Problem Solving/Decision Making
12. Adaptability
13. Self-Initiated-Activity
14. Driving Skills: Normal Conditions
15. Driving Skills: Moderate/High Stress
16. City Geography
17. Response Time
18. Radio: Articulation & Procedures
19. Radio: Listens & Comprehends
20. Radio: Articulation
21. Investigative Skills/Interviewing
22. Routine Forms: Accurate/Complete
23. Report Writing: Organization/Details
24. Report Writing: Grammer/Spelling/Neat
25. Report Writing: Appropriate Time Used
26. General Appearance
27. Department Policies and Procedures: Verbal/Written/Simulated Testing
28. Department Policies and Procedures: Reflected Field Performance.
29. Criminal Statutes and City Ordinances: Verbal/Written/Simulated Testing
30. Criminal Statutes and City Ordinances: Reflected Field Performance.
31. Traffic Laws: Verbal/Written/Simulated Testing
32. Traffic Laws: Reflected Field Performance.
33. Traffic Crash Investigation: Verbal/Written/Simulated Testing
34. Traffic Crash Investigation: Reflected Field Performance.
35. Arrest Procedures: Verbal/Written/Simulated Testing
36. Arrest Procedures: Reflected Field Performance.
37. Detention Procedures: Verbal/Written/Simulated Testing
38. Detention Procedures: Reflected Field Performance.
39. Acceptance of Criticism
40. Toward Police Work
41. Dependability
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Deficiencies
8
7
17
14
8
5
15
5
3
8
15
6
7
2
4
4
5
5
10
4
10
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11
13
0
7
9
2
3
0
1
1
4
1
2
2
2
4
1
3

